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This study explores how employees express uncertainty and enact uncertainty 
reduction techniques through electronic communication, specifically email, during 
temporary inter-organizational change.  The context of the study is within the work 
environment of a nonprofit entity in the Southern region of the United States that 
employs just under 20 staff members and coordinates with approximately 135 partner 
staff affiliates on a daily basis.  The Executive Director’s medical leave of about three 
months requires that job responsibilities and organizational roles be temporarily 
restructured.  Because email is the preferred and primary method of communication in 
this organization, such communications were chosen as the subject for analysis. 
This pilot case study is unique in that it weds qualitative and quantitative, 
inductive and deductive, and Uncertainty Reduction Theory and rhetorical style analysis.  
A mixed methods approach is employed to fully gauge trends within the organization for 
seeking information.  The email data are coded for source origination and, drwing from 
prior research by Miller and Jablin (1991) and Miller (1996), coded for information-
seeking tactics (indirect/disguising conversation, overt/direct, testing, and third party) and 
information types (appraisal, normative, referent and social).  Additionally, the data are 
classified by parts of speech and grouped by themes that appear which suggest employee 
values in the diction.  An application of Latour and Woolgar’s (1986) statement types for 
modality attributes levels of certainty found within the categories to degrees of ambiguity 
and anxiety among employees during temporary organizational change.  This study 




relationship among uncertainty, information-seeking, diction use, email and temporary 
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Chapter 1 - Introduction 
 
Throughout our lives, we have and will experience uncertainty in a variety of 
settings, such as when meeting someone new or changing jobs.  Some situations are 
simply part of accepted daily life, while others are incredibly intense ad make us feel 
anxious or out of control.  Some instances, however brief, create ripples that expand to 
impact multiple areas of our lives and multiple people.  How we approach and respond to 
these ambiguous or unpredictable situations has great bearing on the outcomes.  By 
applying communication and rhetorical methods to the context of temporary 
organizational change, this pilot case study aims to forge a better understaning of how 
people in the workplace express uncertainty and strive to reduce ambiguity by seeking 
information electronically. 
The following exploration builds on previous organizational communication 
research, a relatively new field, by applying a well-know communication theory to a new 
context.  It also blends communication theory with rhetorical evaluation through a mixed
methods approach that integrates Uncertainty Reduction Theory and traditional style 
analysis to investigate the digital medium of email.  This study also examines the 
uncertainty phenomenon in a minimally studied environment of nonprofit entities.  The 
conglomeration of so many significant yet predominantly untapped elements may provide 
a gateway to future research involving communication theory and rhetorical analysis 





Even though human communication extends beyond the beginning of recorded 
history, the topic of organizational communication emerged only recently.  Theories of 
organizational communication began surfacing in the eighteenth century with notions of 
organizations as empires requiring top-down communication, but during the early and 
mid-1900’s, perspectives about organizations and the people who operate as part of them 
began to incorporate human factors (Eisenberg & Goodall, 2004).  Today, organizational 
communication encompasses a myriad of influences such as structure, culture, 
environment, individual preferences, channels and technology.  As our world evolves into 
a global community, we are not only more mobile physically, but also informationally.  
With new technologies linking us to each other and transferring vast amounts of 
information in an instant, the nature of human interaction, and the very definition of 
“organization” itself, has changed, necessitating a new emphasis in communication 
studies.  “Organizational communication is no longer viewed in purely instrumental ways 
but rather as the ongoing evolution and negotiation of meaning” (Scult, 1986, p.88).   
A dimension of organizational life that involves a great deal of “negotiation of 
meaning” is communication during periods of uncertainty.  Change is an unavoidable and 
pervasive condition that emerges in every type of organization, especially in workplace 
environments, and is often associated with ambiguity and anxiety.  More specifically, 
employees feel a high level of uncertainty when they fear a change in task requirements, 
and previous research suggests that “the need for information should be especially acute 
in times of organizational change or following a personal career transition” (Ishii, 2006; 




seeking strategies can minimize anxiety is critical for ensuring the continuum of 
productivity in any organization.   
Attention has been given to major changes in the workplace, such as assimilation 
or transfers, since most would concede that they undoubtedly evoke uncertainty. 
However, other instances of ambiguity that occur on a more regular but transitory basis 
have been disregarded.  As instances of temporary organizational change—such as 
vacations, prolonged medical leaves, and extended military absences—proliferate in the 
professional world, understanding their implications becomes progressively more 
significant.   
The reasons for temporary leaves are manifold and recognized as increasingly 
important. At the 2007 Society for Human Resource Management (SHRM) conference, 
Schoeff reported that “work/life balance and communication between [the employees] 
and management” were among the top five issues ranked as “very important” for job 
satisfaction (p.13).  A significant piece of the work/life puzzle is vacation time.  Some 
companies, such as PriceWaterhouseCoopers, have begun to “track employees who have 
not taken enough vacation, sending reminders to them and their supervisors that they 
should do so” (Conlin, 2007, p.88).  Even the U.S. Congress has tapped into this evolving 
cultural value and recently implemented a provision for new hires to earn vacation time at 
an accelerated rate of 26 days a year (Causey, 2006).  As societal norms continue t  
reinforce the importance of job satisfaction, individuals are encouraged to take periodic 
time off to be with family, address health needs, and just to relax.  One of the most 




“workers in companies of 50 employees or more to take up to 12 weeks of unpaid, 
protected leave each year to deal with medical issues” (Gaskell, 2008, p. 12).  Balancing 
careers with family and health-related matters invites frequent temporary change into the 
workplace realm as more employees seek longer vacations and medical leaves.  
Another key factor resulting in more instances of provisional leave is war.  Over 
the last several years, the United States has had a military presence in Afgha istan and 
Iraq, necessitating prolonged absences of enlisted employees.  Additionally, when a 
parent or spouse is sent away on military assignment, the remaining family members also 
must often adjust daily routines to compensate, which can result in time off from work. 
As employers strive to reduce turnover and achieve maximum job satisfaction 
among employees, they find themselves in a double bind of facilitating time off for their 
staff to foster organizational productivity.  Although extended leaves may boost 
employee job satisfaction, the absence of key staff members may hinder overall 
efficiency if remaining employees do not adjust accordingly.  The dynamics of the 
workplace during these temporary changes can impact organizational productivity, 
employee efficacy, and ultimately the company’s bottom line.  Smooth transitions and the 
absence of uncertainty during interims are paramount in ensuring consistent 
organizational efficiency and harmony.   
As opposed to permanent change, where employees go through a period of 
adjustment that becomes the norm, temporary change involves a more fluid process.  
Organizations have policies and plans in place for assimilation, terminations, and even 




making such instances that much more stressful for employees.  In a recent report on the 
effects of the FMLA, most employees took leaves with a median length of 10 work days, 
and “97% of employers said that the most common method of covering work of leave 
takers was to assign it temporarily to other employees” (Waldfogel, 2001, p.19).  Some 
employees who feel anxiety about newly assumed duties may simply let some things 
slide or pile up for the absent person to deal with when they return, so to maintain 
efficiency and productivity, employers must address their employees’ uncertai ty by 
supplying the means to gather appropriate information to accomplish tasks during the 
interim.  With increasingly more instances of work leaves, the exigence for the 
examination of the implications of temporary change and uncertainty reduction withi  
organizations is evident. 
To evaluate how employees address uncertainty and seek information during 
temporary organizational change, Uncertainty Reduction Theory (URT) is a fitting
construct and is applied in the current study.  URT was first introduced by Berger and 
Calabrese in 1975 as a way to describe interactions between strangers.  Succinctly, their 
theory asserts that “individuals in uncertain situations are likely to feel discomfort, and 
information-seeking is a viable solution to that discomfort” (Boyle, Schmierbach, 
Armstrong, McLeod, Shah, and Pan, 2004, p.157).  In the last several decades, URT has 
been expounded and modified to accommodate multiple contexts which include long-
term relationships, cross-cultural communication, and technological environments.  




encounters,” application of the theory has spilled out into global, professional, and 
organizational realms (Gudykunst, 1985, p. 206).   
Although past research in the field has yielded valuable insights into how 
individuals strive to reduce ambiguity in a variety of environments, one area has 
remained ignored and essentially untouched.  URT is most often explored in the cross-
cultural context as opposed to organizational transitions, but much of URT and 
information-seeking research has gauged organizational dynamics duringass milation, 
transfers, and disengagement (Kramer, 1993).  Few delve into the arena of temporary 
change. Because these organizational adjustments are provisional, research rs may have 
failed to see the value of exploring such short-lived phenomena.  This pilot study 
explores that gap in our knowledge of transitory change.  
This study applies URT concepts to look at how employees seek information to 
reduce their uncertainty during an extended leave of the organization’s Executive 
Director (ED). The current inquiry, as a case study, aims to examine the mode of 
communication most apposite for the organization. The organization studied is a 
partnership of several entities that exchange information regularly as a necessary part of 
daily operations.  As with most modern workplaces, email is the preferred and most used 
method of communication within the company.  Almost all communications with the ED 
are first channeled through email, and even if a face-to-face meeting has been arranged, 
most of the information-seeking is conducted via email in the interim between th se 
official meetings.  Many computer-mediated communication studies note the mediu ’s 




the same information can be gleaned as in face-to-face interactions, but just at a slower 
pace (Pratt, Wiseman, Cody, & Wendt, 1999).  In face-to-face encounters, individuals 
absorb incredible amounts of information (ex: physical attributes, dialects, odor, and 
other nonverbals) within a matter of moments, from which they make inferences about 
each other.  Studies have shown that the same conclusions made in face-to-face contact 
can be drawn from email correspondence, but the process takes much longer than in a 
personal, or even telephone, meeting.  While the email medium may be lean in terms of 
bandwidth, and therefore not be the optimal choice for reducing uncertainty, it is what is 
utilized in the work environment as an established practice.   
To explore how the medium of email is used to reduce uncertainty during 
temporary organizational change, this study conducts a content analysis of email 
communication through two constructs, URT and style analysis, to discover employee’s 
tendencies and masked attitudes about uncertainty.  As we will see in the upcoming 
analysis, people at work do not directly express their emotions, but levels of uncertainty 
can be ascertained by URT and by the rhetorical evaluation of the digital texts.  
This study of uncertainty addresses not only the under-examined realm of 
temporary organizational change, but also the context of nonprofit entities.  As Taylor, 
Flanagin, Cheney, and Seibold (2001) assert, nontraditional organizations such as 
nonprofits are not heavily studied in organizational communication, despite the fact that 
the number of nonprofit organizations increased by 68 percent from 1993 to 2003 (“The 
United States Nonprofit Sector Report,” 2006).  As this trend continues, the need for 




As a natural next step for research in organizational uncertainty, this pilot tudy 
adapts URT theory to a new and relevant context of the modern work environment. And 
because written email correspondence is the vehicle of communication, rhetorical 
analysis may be an ideal method for enhancing URT analysis by uncovering employ e’s 






Chapter 2 – Literature Review 
Surprisingly few researchers have taken advantage of both English and 
Communication departments’ methods within a single study.  Each approach alone takes 
us only so far, but by compounding them, we can gain a more comprehensive picture of 
the world around us and how we communicate within it.  To contribute to this effort, this 
inquiry weds the two complementary disciplines in an integrated effort toward a fuller 
understanding of uncertainty in the workplace. 
Although URT is regarded as “one of the most influential theories… [that] 
specifies the primary generative mechanism and scope conditions explaining 
communication actions,” the topic of how people strategically manage uncertainty 
remains under-researched and demands further study (Emmers & Canary, 1996, p.166-
167).  Adopting both quantitative and qualitative approaches for the same data sample 
reveals fresh interpretations of uncertainty expression and information-seeking that may 
foster new avenues for research.  This pilot study aims to add depth to uncertainty 
research by applying both URT methods and style analysis to temporary organizational 
change as uncertainty is reflected in the medium of email.  As a backdrop for this 
exploration, the following chapter provides a glimpse into the complex nature of 
uncertainty through a brief review of: 1) URT, 2) email, and 3) rhetorical research 








In 1975, Berger and Calabrese proposed URT as an explanation for how strangers 
interpret and react to each other.  “[W]hen strangers are faced with each other in a 
particular situation, their communication behaviors are, in part, determined by a set of 
communication rules or norms” (Berger & Calabrese, 1975, p. 99).  These 
communicative efforts are aimed at reducing uncertainty about the situation and each 
other through both predictive and explanatory components.  An individual is “engaged in 
a proactive process of creating predictions” and also explaining behaviors retroactively 
(Berger & Calabrese, 1975, p. 101).  While these actions typically contribute to 
incomplete and/or flawed pictures of ourselves and others, such perceptions still guide 
human behavior toward others.   
According to URT, “high levels of uncertainty cause increases in information-
seeking behavior” (Berger & Calabrese, 1975, p. 103).  Using Vishwanath’s (2007) 
definition, “information seeking is the individual’s act of consciously searching 
for…stimuli from the environment that contribute to a person’s knowledge or beliefs” 
(p.196).   Essentially, URT asserts that when individuals experience uncertainty, they 
seek information to add to their understanding of the person or situation, thus diminishing 
their anxiety by enhancing their perception of their ability to accurately pr dict outcomes.  
One niche that has emerged in URT research is that of the cross-cultural context.  
Cross-cultural adaptation is a result of human beings’ innate drive to adjust to unfamiliar 
environments in order to function effectively and is grounded in communicative activities 




intracultural interactions, [are] perceived as giving rise to higher uncertainty,” not 
surprisingly, multiple studies have demonstrated how URT operates in intercultural as 
well as intracultural settings (Chen, 2002, p. 134).  Cultural scholars have examined a 
wide range of URT based topics ranging from how people seek information from those of 
a different culture to what factors impact individuals’ uncertainty level in cross-cultural 
interactions (Gudykunst & Nishida, 1984; Gudykunst, 1985; Hammer, Wiseman, 
Rasmussen, and Bruschke, 1998; Neuliep & Ryan, 1998).  URT continues to be at the 
forefront of intercultural communication studies.  
Fulfilling Berger and Calabrese’s (1975) projection, URT has been expanded to 
address interactions beyond initial contact.  In 1979, Berger further delineated URT to 
introduce three uncertainty reduction categories: passive, active, and interactive.  This 
breakdown enabled researchers to easily identify various strategies for information-
seeking, which could then be applied to the study of established relationships (Baxter and 
Wilmot, 1984).  One study of long-term relationships conducted by Emmers and Canary 
(1996) adopts URT to explore how romantic couples utilize communication strategies to 
reduce uncertainty and repair their relationships.  Additionally, their research builds on 
Berger’s (1979) classification of information-seeking strategies by adding an “uncertainty 
acceptance” category.  While the foundation for URT remains solid, its application is 
continually molded and enhanced to address new questions and contexts. 
The work environment has been a hot topic in communication research and URT 
studies over the past several decades.  The most heavily investigated context in the 




Jablin, 2001).  Because these are “critical organizational events that possess high levels 
of uncertainty,” URT is a compelling companion for the study of workplace dynamics 
during those episodes.   
Since the conceptualization of URT, researchers have applied the theory to 
cultural interactions, ongoing relationships and workplace situations, but studies applying 
URT to temporary organizational change are virtually non-existent in the literatur  
(Gudykunst, 1985, p. 206).  As values in the United States continue to place family and 
life balance above work and time in the office, instances of transitory change in the 
workplace will only increase.  The need to study temporary organizational change 
demands immediate attention, and is a deficiency this pilot study strives to remedy. 
 
Considerations for Uncertainty Reduction in the Workplace 
Because human beings function in the world as a result of communication and 
information exchange, information-seeking is pertinent in almost every setting involving 
people.  As such, a vast array of communication scholars with varied specialties h s 
invested research efforts into the enduring topic of information-seeking (Ber er, 1979; 
Baxter & Wilmot, 1984; Miller & Jablin, 1991; Jablin, 2001; Berger, 2002; Mokros & 
Aakhus, 2002; Morrison, 2002; Boyle, Schmierbach, Armstrong, McLeod, Shah, & Pan, 
2004; Mokros & Aakhus, 2007).  The reasons and manner in which we pursue 
information influences how we interact with each other and how successful we are as




When looking at URT and information-seeking in the organizational context, 
several influencing factors must be considered.  “Decisions about tactics, sources, and 
timing all enter into the process” of seeking information to reduce uncertainty (Morrison, 
2002, p. 237).  Avenues for reducing uncertainty involve a myriad of situational, 
individual and relational dynamics, as well as the perceived consequences entwined with 
them.  “Employees must decide not just whether to seek a particular type of information, 
but also how” (Morrison, 2002, p. 237).  Determining “how” involves selecting an 
appropriate source and tactic for gleaning the desired information within the existing 
context.   
 
Tenure and Established Linkages.  
A person’s tenure in the organization, along with his or her established social and 
work relationships, may affect his or her information-seeking approach.  The majority of 
workplace URT research has scrutinized newcomers’ uncertainty and consequent 
strategies for reducing it, but with temporary organizational change, employees are not 
neophytes trying to assimilate into a new company or culture.  Instead, they hav  existing 
information sources, experience, and communication networks from which to draw.   
Typically, the longer a person has been employed with an organization, the more 
transitional change he or she has experienced and/or witnessed.  This background 
provides a basis for reference when encountering a new period of change.  In a study 
conducted by Booth-Butterfield, Booth-Butterfield, and Koester (1988), groups in which 




tense behaviors.  Similarly, prior experience may aid in reducing fear of uncertainty 
largely in part because the individual can more appropriately prepare for the current 
adjustment.  Kahlthau (1993) maintains that the information seeker is “systematically 
guided by routines or practices that vary in clarity depending on the user’s preparedness” 
(as cited in Mokros & Aakhus, 2002, p.302).  According to URT principles, more 
seasoned employees will engage in different information-seeking strategies han newer 
ones because of their heightened level of preparation due to previous experiences.  This 
foundational schema, along with existing communication linkages, can vary from person 
to person, resulting in differing information-seeking approaches to uncertainty.  All else 
remaining constant, the more times an employee experiences temporary organizational 
change, the more probable it is that the person will adjust appropriately increases.  Of 
course, other factors influence an employee’s ability to successfully glean necessary 
information and ultimately reduce his or her uncertainty. 
 
Relative Organizational Connections.  
How a person is organizationally connected to the person on leave determines the 
effect of the absence upon related task delegation and role responsibility.  Employees feel 
a high sense of uncertainty when their job responsibilities are modified, even if only 
temporarily.  How remaining employees are linked to the person on leave greatly impacts 
the level of anxiety they feel about “covering” the open slot.  Depending on the nature of 
the work, certain duties usually performed by the absentee will have to be assumed by 




additional responsibilities, he or she will likely experience some degree of anxiety and 
uncertainty that may be alleviated through information-seeking strategies. 
Social researchers investigate how communicative acts “define, organize and 
maintain social groups,” and view texts as “links in communicative chains” with ties to 
past and present contexts (Faigley, 1985).  During an organizational member’s absence, 
not only is their official position temporarily vacant, but also his or her role as part of a 
communication group is unoccupied.  Ancona and Caldwell (1992) propose four 
intergroup communication roles that each manages an area of group uncertainty: 
“ambassador (protect, persuade, and lobby for resources), task coordinator (coordinate 
and obtain feedback), scout (scan for ideas and competition), and guard (avoid releas ng 
information)” (as cited in Kramer, 1999, p. 312).  If the absentee is the task coordinator, 
the group may have more difficulty in adjusting than if that person were the scout.  To 
effectively manage uncertainty and meet group objectives during the interim, another 
staff member will likely need to take on the missing role, even if it means repres nting 
two communication functions.  Mokros and Aakhus’ (2002) conceptualization of 
information-seeking “views needs as generated through social connection and the 
circumstances that arise from engagement with others…It is a social process evident in 
practice” (p.309).  The interconnectivity among members of the work group, and the 
organization as a whole, dictates what information must be sought to reduce ambiguity of 
roles and facilitate efficient operation.  Identifying the various roles within a work group 




adequately satisfy the absence of one of those members during a leave by seeking 
information to cover the gap.   
 
Situations, Channels and Strategies.  
The communication channel, coupled with the technique utilized for information-
seeking, are key elements in studying URT during the temporary organizational cha ge.  
Ramirez, Walther, Burgoon, and Sunnafrank (2002) discuss situation/context-related 
factors as influences on information-seeking behaviors: “The context in which 
information-seeking is to occur may dictate that a particular strategy is employed” (p. 
222).  As an extreme example, a spectator in a court of law would not simply shout out a 
question to the judge during sentencing because that action would be inappropriate in the 
given situation.  An acceptable strategy for obtaining information in that context may be 
to whisper the question to a friend or relative sitting beside him or her, or perhaps to jot 
down the question on a piece of paper to later discuss with an authority on the issue in a 
more informal setting.  The professional organization has similar norms and social cues 
for determining which information-seeking approaches are apposite for members to use.  
Organizational standards, formal or not, influence employees’ decisions as to which 
channels to employ for gathering information. 
The situation can play a major role in choosing an information-seeking channel or 
tactic, but the nature of the desired information also can privilege some strategies over 
others.  “[Information-seekers] vary their use of tactics and sources depending on the type 




related data, employees may seek counsel from superiors or other content experts,
whereas for information about processes and expectations, they may approach peers and 
personal friends.  Morrison’s (2002) research reiterates this contention in that 
“[newcomers] have been shown to seek job and performance-related information from 
supervisors, but social and normative information from peers” (p. 234).  His research sts 
the stage for this study’s first question. 
RQ1: Just as newcomers, do incumbent employees seek job and performance-
related information from superiors, but seek relational and normative information 
from peers? 
Sometimes, social costs also can sway decisions about what tactics to use as employees 
gauge the benefits of obtaining the target information when compared to the manner in 
which it will be acquired (Kramer, 1999).  Studies to date indicate that people carefully 
select their source for information contingent on the nature of the needed information and 
also that of the relationship with that source. 
In terms of strategies, “[t]here are obtrusive and unobtrusive ways of gaining 
information that range from passive to active, and individuals may use different methods 
to manage the same communication goals” (Kramer, 1999, p. 310).  Active approaches 
seek to acquire information from other individuals while avoiding direct interaction with 
the person who is the actual source of the information, and passive approaches aim at 
acquiring information through unobtrusive observation (Ramirez, et al., 2002, p. 220).  
Berger (2002) gives some examples of active methods as soliciting third party 




informal observations.  He further illustrates interactive strategy tactics, such as question 
asking and disclosure in the hopes of reciprocity.  Although most URT research focuses 
on deliberate information-seeking approaches, Berger (2002) stresses the importance of 
studying nonstrategic information acquisition as much as strategic efforts because both 
avenues glean information, regardless of the tactic or lack thereof.   
 
The Medium  
 The implications of computer mediated communication have been a principal 
focus both in corporate and academic arenas over the last couple of decades as “both a 
professional field and a playing field where work and recreation occur simultaneously” 
(Moses & Katz, 2006, p.72).  No shortage of literature on electronic communication 
exists, but definitive conclusions continue to elude researchers and business professionals 
alike.   
While information technology has been shown to link individuals within 
organizations and thus increase communication, it does not guarantee that the impact is a 
positive or productive one (Dewett & Jones, 2001).  Employing the medium as a 
constructive and efficient tool for seeking information is predominantly prescriptive and 
the jury is still out on whether or not effectiveness is achieved in the professional 
environment.  As Annett (2007) posits, “current research, however, points to the fact that 
many people still have difficulty in selecting useful and appropriate discoure strategies 
for e-mail messages.”  Pratt et al.’s (1999) study involving uncertainty reduction and 




principles.  Even so, Dewett and Jones (2001) note that information technology has 
become a primary means of managing and reducing uncertainty in the workplace.  As 
such, as changes occur within an organization, employees are most likely to employ 
email to seek information, whether or not it is the best mode.  
In addition to the conduit as a variable itself, many researchers maintain that the 
nature of the email network has a heavy bearing on the success of the information 
exchange.  Papa and Papa (1992) assert that “a more active network can mobilize larger 
resources and acquire more information than a less active network” (p. 45).  They also 
stress the importance of the diversity and size, or number of communication links, in a 
technology network as key factors in information acquisition.  This email adaptation of 
communication linkages further highlights the importance of organizational connections 
in the workplace setting and their role in information-seeking and uncertainty reduction.  
Again, the tenure and organizational position of an employee greatly impacts the size and 
richness of his or her network, email or otherwise. 
 
Rhetorical Style Analysis 
 In terms of scientific inquiry, an inductive rhetorical method is as equally vible 
as other deductive approaches and in fact is inextricably meshed with the progress of 
science.  Whorf (1956) explicates:   
[S]cientific research begins with a set of sentences which point the way to 
certain observations and experiments, the results of which do not become fully 




sentences which then become the basis of further exploration into the unknown. 
(p. 221) 
Science advances and exists because of language; therefore, analyzing words and how 
they are used is essential for comprehensive scientific study.  Just as biologists make field 
observations and draw conclusions based on what they see, style analyses do the same for 
language.  “[Linguistics] is needed for science’s next great march into the unknown” 
(Whorf, 1956, p. 222).  
In Analyzing Prose,  Lanham (2003) argues that style should not be “seen” as 
simply a conduit or container of content—an assumption concerning language that we 
have inherited from Plato and Aristotle—but rather as an essential part of the meaning of 
the text. Further, Lanham argues that while most people see through language to cont nt, 
analysts of style must make language a meaningful medium, opaque rather th n 
transparent. Despite the tendency to believe that words are transparent representations 
from sender to receiver, “these explanations turn out to be nothing but statements of the 
needs that impel [us] to communicate” (Whorf, 1956, p. 251).   
Taking the issue of style analysis one step further for us, Gibson (1984) explains 
that texts are “confrontation[s] with a voice, or personality, clear or confused—a 
personality who by means of words on paper [or in this case digital interfaces] gets 
himself introduced to us” (p.12).  Each piece of written communication carries with it a 
set of expectations and assumptions, and the message cannot be separated from those 
characteristics.  He categorizes three distinct style types impressionistically and then 




tone.  He then calculates and compares usage percentages for words and grammatical 
features in the texts to strengthen his previously formed categories.  The current study 
applies Gibson’s approach toward diction and grammar to define patterns within emails,
and computes usage percentages to glean employee’s level of uncertainty during 
temporary organizational change. 
Email is technology’s latest adaptation of written texts and therefore still reflects 
thought and emotion like traditional texts.  As with conventional written texts, the 
“primary acts of email are reading and writing, which limits the transmission of meaning 
to the limits of these particular processes” (Pratt, 1996).  Decoding this language 
structure to ascertain how an employee approaches uncertainty in the workplace is critical 
to understanding the implications of URT.  As people engage with each other and employ
particular words to illustrate their thoughts, Frank and Anshen (1983) contend that they 
reveal the nature of their relationships and attitudes1.  A  explained previously, the 
relational connections of employees play a considerable role in how workers seek 
information and a major influence on those ties is the attitudes held by the parties
involved.  Noting differences in language choice and the implications such choice 
suggests thus a significant aspect of the study of how people engage one another in 
writing.  An exploration of the language used in information-seeking to uncover the 
employees’ attitudes is paramount when investigating how people seek to reduce 
uncertainty via email.   
                                                
1 The specific relationships and attitudes to which these authors are referring are language and sexism. This 




RQ2: How does employees’ diction use change during temporary organizational 
change? 
To address this question, the language of the emails is best examined by grammatic l 
parts of speech to ascertain the themes and patterns revealed in them.  The modality, or 
level of certainty, of the individual words within those categories also reveals employee 
attitudes and degree of confidence, which can then be compared between pre-leave and 
during-leave time periods.  Latour and Woolgar (1986) argue that statements expre s 
degrees of certainty about their subject and that underlying attitudes and values are 
revealed through language.  They offer a construct of five statement types that denote 
various levels of modality along a spectrum.  This study adapts Latour and Woolgar’s 
(1986) classification of modalities for statements to analyze individuals words use  in 
email. 
As URT researchers embark on studying temporary organizational change, they 
must consider each element of the context as it relates to both the organizational 
composition and the individual.  The manner in which employees seek information via 
particular channels and techniques, including the choices of grammar and diction they 
make, are prime factors in successful or unsuccessful uncertainty reduction.  The 
following research question seeks to wed these aspects and address both URT and 
rhetorical considerations: 
RQ3: How does employees’ diction and grammar use vary according to the 




These issues must be addressed to gain a more complete picture of URT and information-





Chapter 3 – Methods 
 
 Because both Communication and English departments address critical aspects 
of workplace communication, both are incorporated using qualitative and quantitative 
methods of analysis in the current study.  Past studies of uncertainty reduction and 
information-seeking have employed methods predominantly based on communication 
theories without considering rhetorical elements. Exploring how people seek to reduce 
uncertainty through email presents an apposite condition for applying both URT and style 
analysis. As a preliminary exploration of URT and information-seeking in a new context, 
this pilot case study applies mixed methods in an attempt to reveal how employees adjust 
to accommodate provisional change.  The complementary methods in the content analysis
each reveal unique aspects about information-seeking tendencies among employes 
during temporary organizational change. In addition to coding for information-seeking 
trends, by examining employee email through a style analysis, this study links the 
perspective of URT with previous research methods in rhetoric to reveal underlyi g 
attitudes about levels of certainty.  
 While acknowledging Berger’s (2002) point that individuals also obtain 
information through nonstrategic means, the current study seeks to discover how 
employees consciously seek information during short-term change.  This perspective 
allows us to gauge how incumbent employees deliberately go about reducing uncertainty, 
the types of information they seek in order to achieve that end, and their underlying 





Data Population and Collection 
 At the request of the organization studied, the identity of the entity is withheld.  
In accordance with the Clemson University Internal Review Board (IRB) standards, 
verbatim emails are also omitted to further protect the confidentiality of the organization 
and those employed there. 
 The study was conducted in a Southeast United States nonprofit organization 
with just under 20 employees who work in conjunction with approximately 135 other 
staff members in the same building (see Figure 1).  With the organization’s consent a d 
Clemson’s IRB approval, email correspondence to the interim replacement for the absent 
Executive Director (ED) was saved into a database for the two months prior and two 
months during the ED’s medical leave.  Incumbent, or veteran, employees were defined 
as those being members of the organization for three months or greater.  The sampl  
chosen for inclusion consisted of all information-seeking emails from staff within the 
facility, Board of Directors, or members of the organization’s committees. Emails from 
outside sources, such as community contacts or salespeople, and those not seeking 
information, were disregarded.  Ultimately, a total of 48 emails displaying information-
seeking traits during the immediate two months prior and a total of 135 emails during the 









Organizational Structure Prior to ED’s Leave 
 
 
Description of Data Analysis 
  Content analysis was performed on hard copies of email messages printed with 
permission from the organization’s secured database.  First, the emails were split into two 
sets to compare employee’s pre-leave (Set A) and during-leave (Set B) communication.     
 
 Communication Theory Analysis.  
 People seek information using a variety of different strategies and tactics.  
Jablin and Miller (1991) classified these information-seeking tactics into clearly defined 
types, and although posited for newcomers, these groups are applicable in the current 
context.  They maintain that direct inquiry is considered overt; hinting and 
noninterrogative questions are indirect; asking someone other than the intended target is 
third party; overstepping one’s bounds or acting in order to observe others’ reactions is 
Board of Directors (18)  
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testing; joking and sharing to obtain information without the other person’s knowledge is 
disguising conversations; watching others to glean behavioral norms is ob erving; and 
random monitoring of happenings to retroactively attribute meaning is surveillance.  
These tactic categories provide a solid foundation on which to base a key component of 
this pilot study.   
 Because the current investigation utilizes the email medium, and because 
observing and surveillance pertain to face-to-face interaction, they cannot be adequately 
studied in this exploration and have been omitted.  Additionally, in light of later res arch 
conducted by Miller (1996), disguising conversations have been meshed with indirect 
tactics because, as she concluded, covert discussions are a form of indirect informat on-
seeking.  The result of these modifications is a construct of four items for coding 







Overt Direct questioning of target 
 
Indirect Noninterrogative questions; self-disclosure with hopes of reciprocity; hinting 
at subject; jokes to elicit information; disguised conversation 
 
Testing Breaking a rule to see the outcome; taking action observe a reaction 
 
Third party Asking someone other than the target 
 
Note. Categories and descriptions derived from Miller and Jablin (1991) 
  
 Jablin and Miller (1991) also offer useful constructs for studying types of 




information about norms, expectations and attitudes as normative; social relationships 
and interpersonal dynamics as relational; and feedback or evaluative information as 
appraisal.  These designations allowed the current study to classify the email content 






Category Information Characteristics 
Referent Technical information; pertaining to a task 
 
Normative Regarding expected behaviors, norms, and attitudes 
 
Relational Regarding interpersonal dynamics and social relationships 
 
Appraisal Evaluative information; regarding feedback 
 
Note. Categories and characteristics derived from Miller and Jablin (1991) 
  
 In addition to information-seeking tactics and types of information sought, the 
information seeker, or the source, must be identified to properly gauge how employees of 
different organizational levels adjust to temporary change.  As seen in Figure 1, sources 
are broken down into five groups other than the ED: Board and committee members, 
partner managers, partner staff, departmental managers, and subordinates.  Each piece of 
data was randomly assigned a letter indicating the person who sent the email so 
individual trends could be tracked and also coded according to their organizational group. 
Each email was randomly numbered, given an arbitrary letter indicating the source, and 
coded for the aforementioned criteria: information-seeking tactic, information type, 
source group, intended target, and stimulus for information-seeking.  In cases wher mor  




 Rhetorical Theory Analysis.  
 Adopting Gibson’s (1984) stance that people meet through the writing and 
reading of texts, this investigation seeks to uncover the emotions and attitudes express d 
in the written style of their emails.  The methods of this study exclude recently emerging 
issues with IM’s, texting, and email slang or shorthand that can be problematic when 
employing other rhetorical lenses.  As email users “mov[e] away from rules established 
within the traditional framework” and toward more casual and unstructured 
correspondence, the application of conventional methods teeters on obsolete (Moses & 
Katz, 2006).  Because the current analysis gauges the meaning of individual word choices
as opposed to sentence structure and syntax, it avoids the challenges of customary studies 
and uses a grammatical analysis to isolate diction used in different parts of speech. 
  Attitudes and values are potentially important dimensions of URT, just as in 
any communicative exchange, and can be most rigorously assessed through a diction 
style analysis by looking at the function and natural meaning of words.  Examining the 
parts of speech for semantic relationships revealed in diction may expose underlying 
attitudes and covert expressions of uncertainty, preoccupation, and anxiety that Miller 
and Jablin’s classifications do not.  URT is founded on the assertion that uncertainty 
exists, and an examination of diction based on grammatical parts of speech provides a 
way to look at the language people use to reveal those emotions and degrees of 
uncertainty not overtly stated.      
Breaking out the emails’ language into parts of speech before identifying diction 




speech not only serve grammatical functions, but also rhetorical ones.  Nouns “expres or 
reveal concepts, goals, and values” as well as notify readers about the subject matt r of a 
message;  verbs not only convey action, but also stances, ranges of attitudes, expectations 
and intended actions; adjectives “express or reveal values about concepts and agenda 
being discussed,” while adverbs “express or reveal values about actions, expectations, or 
other values” (Katz, 2003).  The patterns that emerge within each of these parts of speech 
suggest employees’ unacknowledged emotions about subjects, actions, and values. 
Applying Gibson’s (1984) approach to style, the words used in the collected 
emails are interpreted and grouped according to grammatical positions. Within these 
grammatical positions, the semantic patterns in those groups suggest the attitudes of hose 
that use them.  Utilizing this inductive method, once the words in the emails are classified 
according to their parts of speech (noun, adjective, verb, and adverb), they are then 
surveyed and arrayed for denotative and connotative meaning to identify patterns of 
diction.  By reading through the groups, common themes can be recognized within them, 
such as words relating to communication, transportation or sight.  Words in the emails are 
categorized according to these themes, and percentages of usage are calculated to 
determine significance, especially for those that change between pre-leave and during-
leave time periods.  The rhetorical function of each part of speech suggests the emo ions, 
values, expectations or attitudes regarding the themes that are identified in each group.   
The second part of the style analysis is based on the modality of the words used in 
the emails.  Toulmin, Rieke, and Janik (1984) explain that arguments often contain 




conditions, that is to be placed in the claim (p. 339).  Just as in scientific argumentation, 
people in the workplace use words that convey levels of certainty or uncertainty.  Latour
and Woolgar’s (1986) assertion that statements convey degrees of certainty and “fact-like 
status” anchors their discussion about how attitudes and underlying assumptions are 
revealed through language (p. 79).  They describe five statement types that range from 
“speculative assertions” to accepted facts, and explain how these types identify th  
modality of the subject they address (Latour & Woolgar, 1986, p. 79).   
This pilot study adopts Latour and Woolgar’s perspectives to uncover the status of 
employees’ certainty as they attempt to satisfy their needs for informati n during 
temporary organizational change. Since Latour and Woolgar’s types are based on 
statements as wholes, the current study applies the purpose of each statement type to the 
implied meaning of individual words classified according to part of speech, such as 
modal auxiliary verbs, that express modality—level of certainty and/or potential 
limitation of the action expressed by a verb (see Table 3).  For example, Statement Type 
5 reflects high certainty and posits accepted facts that need no support, so an appropriate 
adaptation for this statement type are words that suggest concrete action such as “must” 
and “shall.”  Conversely, Statement Type 1 reflects low certainty and is a speculation or 









Table 3  
Modality Levels for Verb, Adverb, and Adjective Categorization 
Certainty Level Modal Auxiliary Verb Modality Type Type Description 
Highest Certainty must  
Type 5 
 
accepted fact   shall 
High Certainty will Type 4 relatively certain 





intended to do 
Moderate Certainty would 
  should 
Low Certainty could Type 2 conditional, contingent o  other things 
Lowest Certainty may/might Type 1 speculative 
 
Note. Word type categories adopted from Latour & Woolgar (1986) 
 
The verbs, adverbs and adjectives for both Sets A and B are classified into the 
five types that define levels of certainty (see Appendix H).  Using the adapted type 
descriptions listed in Table 3, each word was ranked accordingly. 
 
Reliability 
“Reliability refers to how dependable, stable, consistent, and repeatable measures 
are in a study” (Rubin, Rubin, & Piele, 2005).  Interrater tests were conducted to ensure 
the accuracy and validity of the data analysis process.  Drawing on Miller and Jablin 
(1991) and Miller’s (1996) categorization of information-seeking tactics and information 
types, an interrater reliability testing tool was developed (see Appendix A).  Using a 
random selection of 5 emails that three researchers coded independently using the 
specified criteria, only four variances of the 45 items occurred among the three raters.  




constitutes a reliable evaluation device (Johnson, Penny, Gordon, Shumate, & Fisher, 
2005).  A comparison of the data revealed a 91% agreement, which deemed the 
assessment tool as reliable. 
 
Limitations 
This pilot study is designed to open the door to new approaches in a new context, 
but exhibits scope limitations that must also be acknowledged.  The sample for the study 
is relatively small and would be richer in a larger organization.  Also, because of 
confidentiality issues, only emails sent to a single source were examined, which reveals 
some information-seeking trends, but masks others.  An interesting comparison would be 
to look at messages sent to the ED prior to her leave as contrasted to those sent to her 
replacement during her absence.  Correspondence such as this, and among other 
employees in the organization during temporary change, should be included in future 
research designs.   
As with any study, a degree of subjectivity is present.  While the perspective of 
the participant-researcher yields valuable insight, it is also unavoidably skews results in 
some form or fashion.   Because participants had no knowledge of the study during the 
two months prior or two months during the ED’s leave and since the examined emails 
were incoming versus outgoing in relation to the source, the potential “conflict of 
interest” was reduced as much as possible.  An inherent bias also exists in style anal sis, 
since different researchers may categorize or interpret diction or modality somewhat 




categorizations on the solid rhetorical grounds of grammar, parts of speech, and 
previously accepted classifications of modality (Gibson, 1984; Katz, 2003; Latour & 
Woolgar, 1986).  Additionally, avoiding a rigid analysis structure prior to examining the 
data inductively allows greater flexibility and arguably less bias than research that applies 
a previously designed construct.   
One point brought to light by Emmers and Canary’s (1996) need to create an 
additional category for how couples react to negative relational events is that 
information-seeking is not always the reaction to uncertainty.  Since this study omits 
emails that do not seek information, it does not capture employees’ anxiety express d in 
diction that is not alleviated through information-seeking.  The current study taps into 
how employees seek information as a reaction to uncertainty, but further explorations 
should seek to encompass how employees strive to reduce uncertainty through other 
means as well, if at all.   
Case studies have limited generalizability, but offer snapshots of real world 
experience as opposed to controlled experiments that may produce findings not 
necessarily applicable in practice.  This pilot study provides a realistic look at how URT 





Chapter 4 – Results  
 A total of 48 emails during the immediate two months prior and 135 emails 
during the first two months of the ED’s leave were collected for content analysis.  These 
emails were divided into two sets: Set A for pre-leave correspondence and Set B for 
during-leave correspondence (see raw data in Appendix B and Appendix C).  Particular 
data, such as emails from the same source in both sets, were separated out to more 
accurately reflect changes from pre-leave to during-leave time periods.   I will discuss the 
significance of this and other findings in this chapter in Chapter 5. 
 
Source and Source Groups 
Of the 183 emails gathered for Sets A and B combined, all six source groups were 
represented totaling 42 different sources with 11 of those surfacing in both sets (see Table 
4).  Emails from Set A consist of seven (14.58%) from departmental managers (DM), 
four (8.33%) from board/committee members (B), nine (18.75%) from subordinates (S), 
one (2.08%) from partner staff (PS), four (8.33%) from partner managers (PM), and 23 
(47.92%) from the Executive Director (ED).  Emails from Set B consist of 48 (35.56%) 
from DM’s, 29 (21.48%) from B’s, 24 (17.78%) from S’s, 19 (14.07%) from PS’s, 11 
(8.15%) from PM’s, and four (2.96%) from the ED.  Of the 11 common sources between 
the two sets, three were PM’s, two were DM’s, two were B’s, two were S’s, one was a 







Emails by Source Group 
Source Group Set A Set B 
Board/committee members (B) 4 8.33% 29 21.48% 
Departmental managers (DM) 7 14.58% 48 35.56% 
Executive director (ED) 23 47.92% 4 2.96% 
Partner managers (PM) 4 8.33% 11 8.15% 
Partner staff (PS) 1 2.08% 19 14.07% 
Subordinates (S) 9 18.75% 24 17.78% 
TOTALS 48 100.00% 135 100.00% 
 
Information-seeking Tactics 
 Overall, participants favored overt tactics when seeking information. Of the en ir
sample, 85.20% employed overt tactics, 10.20% employed indirect tactics, 3.57% 
employed testing, and 1.03% employed third party tactics (see Table 5).  In Set A, th re 
were 40 instances (78.43%) of overt (O) tactics, seven (13.73%) of indirect (I) tactics, 
three (5.88%) of testing (T), and one (1.96%) of third party (3) tactics (see Appendix B).  
Set B echoed that trend with 127 (87.59%) occasions of overt tactics, 13 (8.97%) of 
indirect, four (2.76%) of testing, and one (0.69%) of third party (see Appendix C).  The 
percentages of tactics used indicate that indirect and testing tactics were lightly preferred 
in Set A than in Set B. 
 
Table 5 
Emails by Information-seeking Tactics 
Information-seeing Tactic Set A Set B 
Third party (3) 1 1.96% 1 0.69% 
Indirect (I) 7 13.73% 13 8.97% 
Overt (O) 40 78.43% 127 87.59% 
Testing (T) 3 5.88% 4 2.76% 





 In all emails from both sets, 58.16% sought referent (R) information, 16.84% 
sought normative (N) information, 19.39% sought appraisal (A) information, and 5.61% 
sought relational (S) information (see Table 6).  Emails classified as seeking r ferent 
information related to tasks or work-related objectives, such as scheduling a meeting or 
submitting a budget report, and email seeking appraisal information related to evaluations 
or feedback, such as critiquing a draft.  Normative information included topics such as 
dress code and attendance expectations, while relational information encompassed social 
activities.  In Set A, 25 (49.02%) sought referent information, 14 (27.45%) sought 
normative information, 12 (23.53%) sought appraisal information, and none sought 
relational information.  Set B displayed 89 (61.38%) sought referent information, 19 
(13.10%) sought normative information, 26 (17.93%) sought appraisal information, and 
11 (7.59%) sought relational information.  The most notable differences between the two 
sets is that in Set A, normative and appraisal information are each sought about aquarter 
of the time, whereas in Set B, appraisal is sought almost a fifth of the time while 




Emails by Information Type 
Information Type Set A Set B 
Appraisal (A) 13 25.49% 26 17.93% 
Normative (N) 12 23.53% 14 9.66% 
Referent (R) 26 50.98% 94 64.83% 
Social/relational (S) 0 0.00% 11 7.59% 




In consideration of RQ1, data were classified by types of information sought by 
peers and subordinates (see Table 7 and Table 8).  In Set A for peers, there were three 
instances of normative, no instances of relational, five instances of referent, and three 
instances of appraisal information-seeking.  In the same set, subordinates sought 
normative information six times, relational information zero times, referent information 
five times, and appraisal information one time.  For Set B among peers, there wer sev n 
instances of normative, three instances of relational, 39 instances of referent, and 16 
instances of appraisal information-seeking.  Subordinates in Set B sought normative 
information nine times, relational information five times, referent information 27 times, 
and appraisal information five times.  Peers sought predominantly referent information in 
both sets, and sought appraisal information the next most often.  Normative information 
was sought the same amount as appraisal information in Set A, but almost half as much 
appraisal information in Set B.  In both sets, the greatest number of normative 
information-seeking instances was by subordinates to a superior, although in Set B, pe rs 




Information Type Sought by Peers and Subordinates in Set A 
Source Group Appraisal Normative Referent Relational 
Peers     
DM 3 1 3 0 
PM 0 2 2 0 
Subordinates     
PS 1 0 0 0 







Information Type Sought by Peers and Subordinates in Set B 
Source Group Appraisal Normative Referent Relational 
Peers     
DM 13 6 31 3 
PM 3 1 8 0 
Subordinates     
PS 3 5 8 4 
S 2 4 19 1 
 
Common Source Data 
For direct comparison of pre-leave and during-leave trends regarding RQ2 and 
RQ3, the data associated with common sources were separated out.  Again, of the 11 
common sources, three were PM’s, 2 were DM’s, 2 were B’s, 2 were S’s, one was a PS, 
and one was the ED.  Because the ED was the employee on leave, her emails were 
excluded from the comparison of common sources, though her correspondence appeared 
in both sets.  As a point of interest, the 23 emails from the ED in Set A sought referent 
information 43.48% of the time, appraisal information 34.78% of the time and normative 
information for the remaining 21.74% of the time, while the 4 in Set B sought relational 
information 75% of the time and appraisal 25% of the time.   
Of the entire sample, 100 emails were sent from the 10 common sources (other 
than ED) found in both sets.  When comparing Set A to Set B for just those ten common 
sources, all but the PS increased in number of emails.   
In Set A, there were 17 instances (80.95%) of overt tactics, 4 instances (19.05%) 




78 instances (88.64%) of overt tactics, six instances (6.81%) of indirect tactics, three 




Common Source Comparative Data 
Source Information-seeking 
Tactic 
Information Type Intended Target Stimulus 












0 11 6 4 0 7 12 1 6 14 






78 6 3 1 57 12 16 3 12 68 0 16 64 
88.64 6.81 3.41 1.14 64.77 13.64 18.18 3.41 15.00 85.00 0 20.00 80.00 
 
The emails in Set A displayed 11 examples (52.38%) of seeking referent 
information, six examples (28.57%) of seeking normative information, four examples 
(19.05%) of seeking appraisal information and no relational information sought.  
Alternately, the emails in Set B sought referent information 57 times (64.77%), 
normative information 12 times (13.64%), appraisal information 16 times (18.18%), and 
relational information three times (3.41%).   
 
Rhetorical Data 
An initial review of common source data by grammatical parts of speech 
unearthed the prime subjects and moods present in the body of emails, which determined 




words or phrases are more dominantly identified with one group over another, and thus 
are defined by the overriding category.   
As expected, the nouns used in the emails confirmed that the emails collected 
were work-related (see Appendix D).  The nouns also suggested important topics in the 
workplace, and revealed several themes, such as timing, lunch plans, departments, 
groups, and tasks.  Other than affirming the purpose of the emails in the study, the noun 
categories do not offer any other stylistic indications of level of uncertainty. 
The verbs from the sample generally pertain to one (or more) of 19 groups: t  
access, to acquire/own, to be, to celebrate, to communicate, to complete, to consume, to 
create, to desire, to put forth effort, to refrain from activity, to inquire, to know/think, to 
modify, to offer/sell, to regard, to protect/shelter, to transport, to see/unveil, and outliers 
that did not fall into any of these established classes (listed in Table 7).  The most 
frequently occurring categories in Set A were: to be (23, 16.1%), to acquire/own (20, 
14.0%), to transport (15, 10.5%), to put forth effort (14, 9.8%), to offer/sell (10, 7.0%) 
and to communicate (10, 7.0%).  The top five categories in Set B were: to be (77, 13.5%), 
to acquire/own (66, 11.6%), to transport (52, 9.1%), to communicate (45, 7.9%), and to 
know/think (42, 7.4%).  The largest variance between the two sets occurred in the to 
know/think category, which increased by 3.9% from Set A to Set B.  Other notable 
variances were as follows: to access increased by 2.8%, to put forth effort decreased by 
2.8%, to be decreased by 2.6%, and to acquire/own decreased by 2.4%.  For categories 
that increased in usage from Set A to Set B, to regard and to create both rose by 2.1% 





Verb Usage in Common Source Data by Category 
Category Set A Set B Variance between sets 
  # % # %  
To know/think 5 3.50% 42 7.40% 3.90% 
To put forth effort 14 9.80% 40 7.00% -2.80% 
To access 4 2.80% 32 5.60% 2.80% 
To be 23 16.10% 77 13.50% -2.60% 
To acquire/own 20 14.00% 66 11.60% -2.40% 
To offer/sell 10 7.00% 27 4.70% -2.30% 
To create 0 0.00% 12 2.10% 2.10% 
To regard 4 2.80% 28 4.90% 2.10% 
To refrain from activity 4 2.80% 6 1.10% -1.70% 
To transport 15 10.50% 52 9.10% -1.40% 
To consume 3 2.10% 5 0.90% -1.20% 
To see/unveil 4 2.80% 23 4.00% 1.20% 
To desire 8 5.60% 38 6.70% 1.10% 
To inquire 5 3.50% 14 2.50% -1.00% 
To communicate 10 7.00% 45 7.90% 0.90% 
To modify 4 2.80% 12 2.10% -0.70% 
To celebrate 0 0.00% 3 0.50% 0.50% 
To complete 0 0.00% 3 0.50% 0.50% 
To shelter/protect 1 0.70% 5 0.90% 0.20% 
Outliers 9 6.30% 41 7.20% 0.90% 
TOTALS 143 100.00% 571 100.00%   
 
 
Looking at adverbs as a part of speech that express values about verbs, the 
sample’s adverbs are placed into one of four categories: degree, descriptive, normative 
descriptive, and referential.  Overall, both sets favored degree adverbs over the other 
three groups, but varied regarding the remaining classifications (see Table 11).  In Set A, 
degree adverbs were used 10 times (47.6%), descriptive adverbs were used two times 




adverbs were used five times (23.8%).  In Set B, degree adverbs were used 27 times 
(44.3%), descriptive adverbs were used 12 times (19.7%), normative descriptive adverbs 




Adverb Usage in Common Source Data by Category  
Category Set A Set B 
 # % # % 
Degree 10 47.6% 27 44.3% 
Descriptive 2 9.5% 12 19.7% 
Normative descriptive 4 19.0% 14 23.0% 
Referential 5 23.8% 8 13.1% 
TOTALS 21 100.0% 61 100.0% 
 
The adjectives, as words that reveal values about concepts and agenda, were 
broken into  five groups: amount, demonstrative, descriptive, numerical, and referential.  
Again, both sets favored a single category over the others (see Table 12).  Descriptiv  
emerged as the most used adjective category with referential the second most utilized.  In 
Set A, emails incorporated 16 instances (29.1%) of descriptive adjectives, 13 instances 
(23.6%) instances of referential adjectives, 13 instances (23.6%) of amount adjectives, 
six instances (10.9%) of numerical adjectives, and seven instances (12.7%) of 
demonstrative adjectives.  In Set B, emails used descriptive adjectives 66 times (38.4%), 
referential adjectives 50 times (29.1%), amount adjectives 26 times (15.1%), numerical 







Adjective Usage in Common Source Data by Category  
Category Set A Set B 
 # % # % 
Amount 13 23.6% 26 15.1% 
Demonstrative 7 12.7% 18 10.5% 
Descriptive 16 29.1% 66 38.4% 
Numerical 6 10.9% 12 7.0% 
Referential 13 23.6% 50 29.1% 




 Using a derivation of Latour and Woolgar’s statement types, the modal auxiliary 
verbs, adverbs, and adjectives were pulled out and categorized according to the level of 
certainty associated with each (see Appendix H).  For modal auxiliary verbs, the majority 
in both sets fell within the moderate Type 3 category, which signifies intention but not 
commitment (see Table 13).  In Set A, the majority of words were Type 3 and one was 
Type 1 with an even distribution in Type 2 and Type 4.  There were no instances of Type 
5 words, six instances (15.8%) of Type 4 words, 25 instances (65.8%) of Type 3 words, 
six instances (15.8%) of Type 2 words, and one instance (2.6%) of a Type 1 word.  
Among the verbs in Set B, the percentage of Type 4 modal auxiliary verbs jumped by 
8.4% when compared to Set A and there were no instances of Type 1 usage.  There were 
no instances of Type 5 words, 22 instances (24.2%) of Type 4 words, 61 instances 
(67.0%) of Type 3 words, eight instances (8.8%) of Type 2 words, and no instances of 







Modal Auxiliary Verb Occurrences by Level of Certain y 
  Occurrences by Word  Occurrences by Modality Type 
  Set A Set B  Set A Set B 
Level of 
Certainty 
 # % # %  # % # % 
High must 0 0.0% 0 0.0% 
Type 5 
0 0.0% 0 0.0% 
 shall 0 0.0% 0 0.0%     
 will 6 15.8% 22 24.2% Type 4 6 15.8% 22 24.2% 
 can 16 42.1% 25 27.5% 
Type 3 
    
 would 5 13.2% 30 33.0% 25 65.8% 61 67.0% 
 should 4 10.5% 6 6.6%     
 could 6 15.8% 8 8.8% Type 2 6 15.8% 8 8.8% 
Low may/might 1 2.6% 0 0.0% Type 1 1 2.6% 0 0.0% 
 
Note. Percent calculation based on total occurrences of modal auxiliary verbs in that set. 
  
For modal adverbs, the majority in both sets fell within the low certainty Type2 
category, which indicates conditional action (see Table 14).  In Set A, there were three 
instances (18.8%) of Type 5 words, two instances (12.5%) of Type 4 words, no instances 
of Type 3 words, eight instances (50.0%) of Type 2 words, and three instances (18.8%) 
of Type 1 words.  Among the adverbs in Set B, there were six instances (15.8%) of Type 
5 words, five instances (13.2%) of Type 4 words, five instances (13.2%) of Type 3 
words, 14 instances (36.8%) of Type 2 words, and eight instances (21.1%) of Type 1 









Adverb Occurrences by Level of Certainty 
  Set A Set B 
Level of Certainty  # % # % 
High Modality Type 5 3 18.8% 6 15.8% 
 Modality Type 4 2 12.5% 5 13.2% 
 Modality Type 3 0 0.0% 5 13.2% 
 Modality Type 2 8 50.0% 14 36.8% 
Low Modality Type 1 3 18.8% 8 21.1% 
 
Note. Percent calculation based on total occurrences of modal adverbs in that set. 
 
Most of the modal adjectives in the common source data fell within the lowest 
certainty Type 1 category, which convey speculation (see Table 15).  In Set A, there were 
four instances (25.0%) of Type 5 words, no instances of Type 4 words, one instance 
(6.3%) of Type 3 words, four instances (25.0%) of Type 2 words, and seven instances 
(43.8%) of Type 1 words.  In Set B, there were seven instances (15.9%) of Type 5 words, 
five instances (11.4%) of Type 4 words, seven instances (15.9%) of Type 3 words, nine 




Adjective Occurrences by Level of Certainty 
  Set A Set B 
Level of Certainty  # % # % 
High Modality Type 5 4 25.0% 7 15.9% 
 Modality Type 4 0 0.0% 5 11.4% 
 Modality Type 3 1 6.3% 7 15.9% 
 Modality Type 2 4 25.0% 9 20.5% 
Low Modality Type 1 7 43.8% 16 36.4% 
 




Chapter 5 – Discussion 
The first thing to note about this study’s findings is the noticeable differenc in 
the number of emails collected in the pre-leave (48) and during-leave time periods (135).  
In possible support of URT’s third axiom that asserts that “high levels of uncertainty 
cause increases in information seeking behavior,” more information-seeking emails were 
collected during the ED’s leave when compared to those gathered for the two months 
prior to the leave.  Since email that was not information-seeking was excluded from this 
analysis, this axiom would seem to hold and is applicable here.  According to URT 
principles, the change in organizational roles caused an increase in uncertainty to which 
employees reacted by seeking information at a rate almost triple the norm to minimize 
their anxiety.  
 
Incumbents and Newcomers 
In response to RQ1, results indicate that newcomers’ tendencies to seek referent
and appraisal information from superiors and relational and normative information from 
peers does not hold true for incumbent employees and may, in fact, be the opposite.  The 
data supports the claim that incumbent employees seek referent and appraisal inform tion 
from peers and relational and normative information from superiors (see Figure2).  One 
explanation for the high number of referent information-seeking from peers as well as 
subordinates could be that most communication in the organization is work-related and 
email is used predominantly to achieve a task at hand.  The lack of social or rel ti nal 




employees are more likely to be familiar with norms and social ties, regardl ss of 




Information Type Sought by Incumbent Employees 
 
New hires, or neophytes, are expected to seek work-related information from 
superiors when adjusting to a new job, and it is also accepted for new employees to seek 
evaluation from supervisors when learning new skills.  But who fits in at a new place by 
buddying-up to the boss?  Newcomers are also concerned with learning about the 
organization and how they fit in, which is why studies have shown them to seek 
normative and relational information from peers (Morrison, 2002).  In contrast, this 
study’s results suggest that existing employees seek appraisal information from peers and 
normative information from superiors.  Perhaps, incumbent employees first learn 
expectations and standards from superiors, but then gather feedback from a safe audience, 




boss.  Once the presentation or project has been perfected through “peer review,” 
employees can then feel more confident when submitting it to a superior. 
 
Diction Use and Temporary Organizational Change 
 Addressing RQ2, the common source data extracted from the sample allows a 
direct comparison of employees’ diction use before and during temporary organizational 
change as opposed to gauging the entire body of data, in which different individuals 
appear in each set.  Using emails from sources appearing in both sets provides a look at 
how employee behaviors change from pre-leave to during-leave time periods in terms 
of/as reflected in style. 
 
Priorities.  
From the parts of speech categorizations, we can see the stances, attitudes, 
actions, patterns and values expressed through the language in the emails and how they
change between the two data sets.  Since verb “patterns reveal agenda,” changes in those 
patterns between pre-leave and during-leave time periods mark changes in organizational 
priorities (Katz, 2003).  Looking at the verbs, to be verbs expectedly appeared most often 
in both sets.  Aside from those, to acquire/own, to transport, and to put forth effort were 
priorities in Set A.  In Set B, however, the ratios shift and to communicate slips into to 
replace to put forth effort as the third most used category of verbs (see Figure 3). This 




organizational roles are redefined during transitional periods, even if temporary, 
employees turn to communication to achieve their goals.   
Another significant variance between the two sets of verbs is the 2.8% increase in 
the to access in Set B.  When a member of an organization is absent, his or her role as 
part of a communication group is also temporarily gone.  The vacancy introduces a 
concern for remaining employees as to access and permissions, to resources, other 
people, and information. 
Three of the 19 verb categories appeared only in Set B: to create, to complete, and 
to celebrate.  The emergence of to create, especially at such a significant degree (2.1%), 
relative to other variances in the data set, suggests another important shift in priorities 
during temporary organizational change.  During provisional change, employees must 
fashion new roles out of the body of necessary tasks in the organization, as well as create 
new channels of communication through personal relationships and technology.  New 
parameters must be created for remaining employees when a member of the organization 
is absent, especially when that person is the head of the organization.  Although the to 
complete and to celebrate categories had the smallest variance between sets of any of the 
other categories, their appearance in Set B is still notable.  With new rol s and duties, 
along with subsequent stress and uncertainty, employees may feel more pressure to 
complete assigned tasks.  They may also feel a greater need for stress reduction and 








Key Differences in Verb Categories between Sets 
 
The adverbs and adjectives used in the common source emails, those appearing 
from the same source in both sets, offer some information about the types of values 
employees’ hold (Katz 2003).  Among the adverb categories, degree was the most used 
for both sets, which is fitting since adverbs express values, or degree of judgments, abou  
actions.  The referential category for adverbs, which pertains to words that convey 
meaning about a relationship or in reference to something, decreased by 10.7%.  This 
change could be a result of the missing ED, which lessens the amount of available 
information, and therefore fewer things for people to reference.  The descriptive category 
for verbs also increased by 10.2%.  The adjectives used in the common source emails 
showed a 5.4% increase in the referential category in Set B, an 8.5% decrease in amount, 
and a 9.3% increase in descriptive words, which suggest a rise in ambiguity within the 




more expressive words to describe things instead of employing words that vaguely 
convey an amount such as “any,” “some,” and “much.”  Employees feel less certain 
about information and shy from using concrete descriptors while employing more 
valuative descriptions that can be attributed to personal perception as opposed to accepted 
fact.  As employees experience more ambiguity in their work, they provide fewer solid 
answers and more opinions, a trend that certainly impacts an organization’s productivity.  
Employees may also be less likely to commit to a stance when they feel uncrtain about 
the situation, thus increasing time spent toward reaching decisions and accomplishing 
tasks.  Or conversely, they may succumb to groupthink or make snap decisions to escape 
the pressure of anxiety. The adverb and adjective categories alone suggest some degree of 
value for the subject, but an analysis of modality indicates employees’ levels of c rtainty 
about those values. 
 
Modalities.  
Classifying words according to their modality enables us to look at employees’ 
level of certainty revealed in the texts of email.  The modality of auxiliary verbs, adverbs, 
and adjectives used by incumbent employees suggests a regression to the mean where 
words with more neutral modality types (Types 2-4) are used more often than those that 
convey extremely high or extremely low certainty.  The decrease in the highest certainty 
words (Type 5) supports URT’s assertion that certainty decreases during periods of 
change, but the concurrent decrease in low certainty words (Type 1 and Type 2) indicates 




that employees who feel uncertain about their work do not want to portray their worry to 
others.  Although they are not comfortable enough to use Type 5 verbiage, they strive to 
save face by avoiding words that may signify a lack of confidence (Type 1 and Type 2) to 
superiors and co-workers. 
The findings for the modal auxiliary verbs in the common source data seem to 
contradict previous URT assumptions that certainty decreases in times of change, while 
the adverb modality results more closely resemble URT assertions, despite a 13.2% shift 
from Type 2 to Type 3.  The results of adjective modality categorizations suggest a 
tendency toward the middle.  Although there is an expected decline in Type 5 words 
when comparing Set B to Set A, the instances of Type 1 and Type 2 decrease by a 
collective 11.9%.  These conflicting analyses of modal parts of speech offer varying 
perspectives of uncertainty expressed in email during temporary organizatio al change 
that suggest: employees’ confidence about their actions (intended and actual) and 
expectations increases; confidence in values about those actions or expectations 
decreases; and confidence about values regarding the concepts or subjects at hand remain 
the same.  In other words, employees maintain their level of certainty about 
organizational values and the importance of their work while simultaneously feeling 
more certain about what they do, are going to do, and what they expect; however, 
uncertainty increases as they seek to decipher the values about what they should do or 
expect.  An employee may be fully confident in knowing that he or she is responsible for 
a morning report, but may not be certain at all about its significance, scope or standards.  




what duties or tasks to accomplish, but from the details about their new roles, such as 
degree of importance and relationship to other processes. 
 
Diction and Information-seeking Tactics.  
RQ3 inquires about how employees’ diction use varies according to the 
information-seeking tactic employed.  By pairing parts of speech categories and modality 
style analysis with the tactics used to seek information in the emails, we can s e the 
correlations between style and tactic.  These findings, coupled with the diction categories, 
suggest employees’ attitudes during temporary organizational change and how they seek 
information.   
When looking at changes in diction use for the during-leave time period, data 
from the modality types indicate an increase in certainty for overt tactics, su h as direct 
questioning, and an overall decrease for indirect tactics, such as disguised conversation.  
During temporary organizational change, employees are more confident in their ability to 
glean information through direct inquiry versus more oblique means, as it relates to th  
ED position in this organization.  As such, employees used overt tactics more often and 
indirect tactics less often in the during-leave time period when compared to the pre-leave 
period.  These findings depict a rhetorically-based explanation for why employees choose 
one tactic over another for seeking information during change in the workplace. 
  In comparing Set A to Set B, overt tactics increased as indirect tactics decreased, 
a trend that appears in each verb, adverb, and adjective analysis.  Echoing findings in 




fell into the to be, to acquire/own, to put forth effort, and to communicate categories (see 
Table 13).  Because the majority of the sample employed overt tactics, naturally the most 
dominant patterns would be expressed in that tactic group.  The most used categories for 
indirect tactics were to acquire/own, to transport, and communication, as well as the 
outliers. The outliers of the sample actually composed the third greatest percentage in 
indirect tactics, potentially indicating that when employees use indirect approaches, they 
seem to be seeking new information which falls outside normal subject matters or 
parameters.   
In Set B, employees utilized verbs in third party (6.1%) and testing tactics (2.2%), 
which were not used at all in Set A.  The most favored categories for third party tactics
were to modify, to access and to transport, while the most favored in testing tactics were 
in the to desire category. The surfacing of to transport for both indirect and third party 
approaches may suggest that when employees desire information that involves moving or 
relocating, they tend to avoid direct confrontation.  These results could indicate that 
moving or shifting (physically, emotionally, and/or organizationally) yields uncertainty 
that must be controlled by information-seeking, but anxiety leads people to seek that 
information indirectly.  The collective 1.1% from third party and testing tactics for the to 










Verb Diction Patterns by Information-seeking Tactic 
 Overt Indirect Third Party Testing 
 Set A Set B Set A Set B Set A Set B Set A Set B 
Category # % # % # % # % # % # % # % # % 
To access 3 2.3% 15 3.3% 1 0.8% 4 0.9% 0 0.0% 3 0.7% 0 0.0% 1 0.2% 
To acquire/own 13 9.8% 40 8.8% 7 5.3% 7 1.5% 0 0.0% 1 0.2% 0 0.0% 0 0.0% 
To be 14 10.6% 26 5.7% 4 3.0% 6 1.3% 0 0.0% 1 0.2% 0 0.0% 1 0.2% 
To celebrate 0 0.0% 3 0.7% 0 0.0% 0 0.0% 0 0.0% 0 0. % 0 0.0% 0 0.0% 
To communicate 8 6.1% 34 7.4% 2 1.5% 7 1.5% 0 0.0% 1 0.2% 0 0.0% 1 0.2% 
To complete 0 0.0% 3 0.7% 0 0.0% 0 0.0% 0 0.0% 0 0.% 0 0.0% 0 0.0% 
To consume 2 1.5% 3 0.7% 1 0.8% 0 0.0% 0 0.0% 2 0.4% 0 0.0% 0 0.0% 
To create 0 0.0% 7 1.5% 0 0.0% 3 0.7% 0 0.0% 1 0.2% 0 0.0% 0 0.0% 
To desire 5 3.8% 15 3.3% 2 1.5% 5 1.1% 0 0.0% 2 0.4% 0 0.0% 2 0.4% 
To put forth  
     effort 
13 9.8% 28 6.1% 1 0.8% 6 1.3% 0 0.0% 2 0.4% 0 0.0%  0.0% 
To refrain from  
     activity 
3 2.3% 4 0.9% 1 0.8% 2 0.4% 0 0.0% 0 0.0% 0 0.0% 0 0. % 
To inquiry 4 3.0% 11 2.4% 1 0.8% 0 0.0% 0 0.0% 2 0.4% 0 0.0% 0 0.0% 
To know/think 4 3.0% 33 7.2% 1 0.8% 6 1.3% 0 0.0% 2 0.4% 0 0.0% 1 0.2% 
To modify 2 1.5% 7 1.5% 2 1.5% 1 0.2% 0 0.0% 4 0.9% 0 0.0% 0 0.0% 
To offer/sell 4 3.0% 18 3.9% 1 0.8% 6 1.3% 0 0.0% 1 0.2% 0 0.0% 0 0.0% 
To regard 3 2.3% 15 3.3% 1 0.8% 0 0.0% 0 0.0% 0 0.0%  0.0% 1 0.2% 
To shelter/protect 1 0.8% 2 0.4% 0 0.0% 3 0.7% 0 0.% 0 0.0% 0 0.0% 0 0.0% 
To transport 10 7.6% 32 7.0% 5 3.8% 8 1.8% 0 0.0% 4 0.9% 0 0.0% 1 0.2% 
To see/unveil 2 1.5% 18 3.9% 2 1.5% 3 0.7% 0 0.0% 0 0. % 0 0.0% 1 0.2% 
Outliers 7 5.3% 26 5.7% 2 1.5% 12 2.6% 0 0.0% 2 0.4% 0 0.0% 1 0.2% 
% TOTALS  74.2%  74.4%  25.8%  17.3%  0.0%  6.1%  0.0%  2.2% 
 
Note. Percentages are based on total adjectives per et respectively. 
 
 
As with the verb findings, overt tactics claimed the majority of adjective 
occurrences (see Table 17).  When comparing trends in Set A to those in Set B, again, 
instances of overt tactics increased while indirect tactics decreased.  Th  highest 
percentage of instances fell in the d scriptive and referential categories, which suggests 




because concrete verbiage, as accepted fact, can be contested but subjective wording is a 




Adjective Diction Patterns by Information-seeking Tactic 
 Overt Indirect Third Party Testing 
 Set A Set B Set A Set B Set A Set B Set A Set B 
Category # % # % # % # % # % # % # % # % 
Numerical 5 9.6% 5 3.6% 0 0.0% 1 0.7% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Referential 10 19.2% 32 23.4% 3 5.8% 11 8.0% 0 0.0% 1 0.7% 0 0.0% 0 0.0% 
Descriptive 11 21.2% 45 32.8% 5 9.6% 12 8.8% 0 0.0%  0.0% 0 0.0% 0 0.0% 
Amount 7 13.5% 6 4.4% 4 7.7% 4 2.9% 0 0.0% 0 0.0% 0 0. % 0 0.0% 
Demonstrative 5 9.6% 17 12.4% 2 3.8% 4 2.9% 0 0.0%  0.0% 0 0.0% 0 0.0% 
% TOTALS  73.1%  76.6%  26.9%  23.4%  0.0%  0.7%  0.0%  0.0% 
 
Note. Percentages are based on total adjectives per et respectively. 
 
  
 Adverbs in Set B changed significantly in the degree category with a 21.4% 
increase for overt tactics and a 34.1% decrease for indirect tactics (see Table 18).  This 
trend indicates that during periods of change and uncertainty, incumbent employees seek 
information of degree directly, as opposed to hinting or disguising conversation to glean 
that same information. Another reason for this finding is that more data fall into the 
degree classification and therefore the overall tendency of the complete data set is to 










Adverb Diction Patterns by Information-seeking Tactic 
 Overt Indirect Third Party Testing 
 Set A Set B Set A Set B Set A Set B Set A Set B 
Category # % # % # % # % # % # % # % # % 
Degree 2 10.0% 16 31.4% 8 40.0% 3 5.9% 0 0.0% 1 2.0%  0.0% 0 0.0% 
Referential 3 15.0% 7 13.7% 1 5.0% 1 2.0% 0 0.0% 0 0. % 0 0.0% 0 0.0% 
Normative  
     descriptive 2 10.0% 9 17.6% 2 10.0% 3 5.9% 0 0. % 0 0.0% 0 0.0% 0 0.0% 
Descriptive 2 10.0% 8 15.7% 0 0.0% 2 3.9% 0 0.0% 1 2.0% 0 0.0% 0 0.0% 
% TOTALS  45.0%  78.4%  55.0%  17.6%  0.0%  3.9%  0.0%  0.0% 
 
Note. Percentages are based on total adverbs per set re pectively. 
 
 
 Again, the trend of increased overt and decreased indirect tactics is reflected in 
the analysis of modality in parts of speech (see Table 19).  For modal auxiliary verbs, 
employees’ diction use increased in certainty for indirect tactics in Set B, as the data for 
Type 3 indicates.  In Set A, verbs used in indirect tactics appeared in Types 1-4 modal 
categories; however in Set B, they appeared only in Type 3 and 4.  Similarly for overt 
tactics, usage percentages for verbs increased in Set B for Type 4, and decreased in Type 
2.  These findings suggest that incumbent employees have confidence in their ability to 
seek information during temporary change.  This assurance could be related to th ir
tenure with the organization—having been through other temporary organizational 
changes—and also their established linkages to other personal and/or technological 
information sources within the organization.  
 When considering the entire modal data set, the majority of overt and indirect 
tactics incorporate Type 1 and 2 modal categories, while third party and testing tac cs




reiterate trends revealed in the analysis of adverbs by category and indicate an increase in 
certainty for overt tactics in Set B and a decrease in certainty for indirect tacti s in the 
same set.  These results suggest that when seeking information directly or outright, 
employees feel more confident than when they seek information through indirect means.  
 Perhaps employees are more confident about their language during information-
seeking when they do not directly approach their target because they are more deliberate 
in their terminology and descriptions.   These results suggest that employees cnv y less 






Modal Auxiliary Verbs, Modal Adverbs, and Modal Adjectives by Information-seeking Tactic 
 Overt Indirect Third Party Testing 
 Set A Set B Set A Set B Set A Set B Set A Set B 
Verbs # % # % # % # % # % # % # % # % 
Modality Type 5 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 4 3 7.9% 17 18.7% 3 7.9% 3 3.3% 0 0.0% 1 1.1% 0 0.0% 1 1.1% 
Modality Type 3 23 60.5% 49 53.8% 2 5.3% 10 11.0% 0 0.0% 2 2.2% 0 0.0% 0 0.0% 
Modality Type 2 4 10.5% 8 8.8% 2 5.3% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 1 0 0.0% 0 0.0% 1 2.6% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
% Totals  78.9%  81.3%  21.1%  14.3%  0.0%  3.3%  0.0%  1.1% 
         
Adverbs                 
Modality Type 5 0 0.0% 6 15.8% 3 18.8% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 4 1 6.3% 3 7.9% 1 6.3% 2 5.3% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 3 0 0.0% 4 10.5% 0 0.0% 1 2.6% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 2 4 25.0% 12 31.6% 4 25.0% 1 2.6% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 1 0 0.0% 7 18.4% 3 18.8% 1 2.6% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
% Totals  31.3%  84.2%  68.8%  13.2%  0.0%  0.0%  0.0%  0.0% 
         
Adjectives                 
Modality Type 5 2 12.5% 7 15.9% 2 12.5% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 4 0 0.0% 5 11.4% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 3 1 6.3% 5 11.4% 0 0.0% 1 2.3% 0 0.0% 1 2.3% 0 0.0% 0 0.0% 
Modality Type 2 2 12.5% 7 15.9% 2 12.5% 2 4.5% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
Modality Type 1 6 37.5% 12 27.3% 1 6.3% 4 9.1% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
% Totals  68.8%  81.8%  31.3%  15.9%  0.0%  2.3%  0.0%  0.0% 
 







Chapter 6 – Conclusions, Implications and Recommendations for Employers 
In light of changing workplace values and increased leaves, understanding and 
managing uncertainty during temporary organizational change is critical.  Investigating 
how incumbent employees seek information through email during these provisional 
periods of change and how their levels of certainty are revealed in their diction not only 
extends the application of URT and style analysis, but also provides organizations wih 
the necessary information to adequately address corresponding issues.  This chapter 
offers a survey of how employees seek information to reduce uncertainty conveyed 
through diction in emails during temporary organizational change and the potential 
implications for academia and organizations.   
 The results of the current study reveal a network of intricate relationships between 
URT and rhetorical elements within email communication before and during temporary 
organizational change, such as extended leaves and vacations.  Because email is the 
preferred method of communication for the organization in this study, as well as for most 
in today’s modern work world, and since many employees interact almost solely via 
digital interfaces, the information-seeking and diction choices people make are 
essentially reflections of themselves and their uncertainty across these media.  In essence, 
employees become their emails.  Devoid of in-person meetings, those they come in 
contact with make judgments and decisions based on the person they “see” on the 
computer screen.  The repercussions of this virtual reality demand that both 
organizational communication and rhetorical studies delve fully into this virtual realm, 




Uncertainty reduction techniques applied by employees through workplace email 
during periods of provisional change, suggest that incumbent employees seek information 
very differently than do neophytes (new hires, beginners).  The data in response to RQ1 
indicate that incumbent employees seek information almost conversely to how new hires 
do in regards to types of information sought from particular source groups (peers or 
superiors).  This finding reveals how the absence of one person may variably affect 
people within the organization, depending on their placement in the organizational 
structure or network.  A superior’s vacation would not influence an incumbent employee 
in the same way it would a neophyte because the two employees do not seek the same 
information from that superior.  With the knowledge of how a person’s leave will impact 
others’ abilities to gather information necessary for specific objectives, companies can 
better plan to satisfy those gaps, thus easing transitions and maintaining efficiency.  For 
example, if a neophyte is expected to complete a new task during the leave of his or her 
superior, the employer can consider several potential outcomes from the situation.  The 
new employee may seek needed information from the next person above in the “chain of 
command” – an unexpected and possibly irritating consequence for that superior.  The 
new hire may inappropriately seek information from a peer or simply avoid seeking the 
information altogether and complete the task below par.  Optimally, the employer can 
offer a mentor or substitute supervisor for the project until the new employee’s superior 
returns. 
Another scenario, relating to veteran employees, is that a peer is on leave while 




for appraisal information (evaluation and feedback) who would have been a sounding 
board prior to submitting a final report to reduce the probability of errors and need for 
extensive modifications later on.  His or her absence could result in a substandard report 
that must be reviewed and revised by his or her superior.  Organizations can apply the 
results in this study to strategic plans for temporary leave that maintain key 
communication paths for critical information-seeking that, in turn, reduce uncertainty 
among employees. 
 In response to RQ2, changes in employees’ use of diction between pre-leave and 
during-leave time periods gives us not only the opportunity to explore beyond the mere 
existence of uncertainty, but also to gauge how and to what degree it is felt and 
expressed.  The data for verbs used show that employees’ priorities shifted during 
temporary change as communication, knowledge, and access became more dominant 
concerns.  When a member of an organizational communication network is absent, the 
remaining employees may experience anxiety about: how they will acquire needed 
information, what knowledge they have or do not have, and if they will have access to 
pertinent data or people to alleviate that uneasiness.  Employers can relieve a gr at deal 
of that pressure by implementing pre-planned strategies that provide employees with the 
necessary communication links – people, technology, or otherwise.  With apprehensions 
about communication and access assuaged, employees are more able to focus on normal 
daily tasks and putting forth effort (a priority revealed in Set A).   
The findings for modal parts of speech in email affirm the contention that 




intricacies of newly assumed responsibilities.  With the data supporting the assertion that 
certainty either holds steady or increases in verbs and adjectives yet decreases in adverbs, 
the results suggest that employees experience anxiety in relation to values abo t their 
actions in the workplace.  Even when employees know what tasks they must accomplish, 
they may experience uncertainty and anxiety about the minutiae of their assignments.  
The results in this study suggest that during a temporary change, organizations should 
provide employees with detailed information regarding their duties and how those duties 
fit into the big picture of the organization. 
 The results pertaining to RQ3 regarding diction use in relation to information-
seeking tactics show that overall, employees display more certainty in their word choice 
when seeking information from third parties or by testing as opposed to seeking 
information directly from the intended target (overt or indirect).  One possible 
explanation is that employees feel they must be more explicit when gleaning information 
from someone other than the intended target or by means of trial and error.  The 
assumption is that the target is already familiar with the subject and does not require as 
many details or concrete descriptions as someone else and therefore, employe s can 
afford to be vaguer in their verbiage.  If two co-workers have spent a week 
collaboratively preparing for a board meeting, in conversations they likely refr to it only 
as “the meeting,” whereas if they were seeking information from another source, they 
may be more descriptive and call it the “annual board meeting.”  Based on finding that 




third party and testing tactics use middle to high modal categories, employers should 
provide/allow access to alternate sources of information during a temporary change. 
This study yields findings that may be disseminated to organizations as key 
considerations for leave planning and as elements in staff instruction.  As organizations 
are made aware of communication trends and the correlation to productivity during 
temporary change, they are more likely to adopt training that addresses thos issues.  
Research on URT and information-seeking during temporary change can impact the 
professional realm by offering organizations empirical data that can be applied to staff 
development programs, ultimately fostering positive change during extended leav  
absences.  Informing workers about anticipated uncertainty, how the organization plns 
to address that concern by substituting information sources or implementing new 
processes, and how to best approach information-seeking, will prepare employees for th  
upcoming leave and make them more comfortable with the temporary change.  With 
carefully orchestrated leave strategies and properly constructed trainings, employees will 
be better prepared to effectively tackle provisional change in the workplace.   
Future study in the largely ignored area of temporary organizational change may 
offer ways for organizations to utilize URT and rhetoric to successfully thwart employee 
dissatisfaction and decline in productivity during impermanent change.  A multitude of 
questions remain unanswered or not fully answered.  In addition to replicating the current 
study in a variety of organizational settings, ongoing research should investigate how 
employees’ diction use varies according to the type of information sought to determine 




communication groups seek information to cover gaps left by employees on leave could 
provide yet another facet for exploration.  Another potentially rich topic may be to 
explore gender differences in relation to temporary organizational change.  This study 
and these other proposed topics only graze the surface of what this new realm has to offer 
organizational communication and rhetoric. 
The findings of this study present new perspectives for URT studies by applying a 
rhetorical lens to modern media in an organizational milieu.  The style analysis enriches a 
traditional URT investigation and defines a clear relationship among informati n-seeking 
tactics, diction and level of certainty, as shown in the differences in these elem nts 
between pre-leave and during-leave time periods.  This exploration lays the groundwork 






























Inter-rater Reliability Testing Tool 
 
Please read the following information carefully and completely.  
 
 
Source: Who is sending the email? 
 
Partner Manager – program manager working in facility but not as organizational 
employees (do not report to ED or Vicki Rhodes) 
Partner Staff – non-manager employee working in facility but not as organizational 
employees (do not report to ED or Vicki Rhodes) 
Departmental Manager – manager of organization’s departments who report to ED or to 
Vicki Rhodes in absence of ED 
Subordinate – non-manager employee who reports to departmental manager/ED/Vicki 
Rhodes 
Board/committee member – member of the organization’s board or designated 
committee 
Executive Director – chief administrator for organization; reports to board of directors 
  
 
Information-seeking Tactics: How is he/she going about obtaining information?  
 
 
Overt Indirect Testing Third Party 




Breaking rule to see 
outcome 
Asking someone other 
than target 
 Self-disclosure with 
hopes of reciprocity 
Taking an action to 
observe reaction 
 
 Hinting at subject   
 Jokes to elicit 
information 
  
 Disguised conversation   
 
 
Information Types: What kind of information is he/she seeking? 
 
Referent Normative Relational Appraisal 
Technical information Expected behaviors Interpersonal dynamics  Evaluative information 









Noun – person, place or thing 
Verb – action word 
Adjective – word that describes/modifies a noun 
Adverb – word that describes/modifies a verb    
 
 
Please complete the following information for each of the supplied emails.  Use the 





 Originating source ____ 
 
 Type of information sought ____  
(if there is more than one type, list in order of appearance in email) 
 
 Information-seeking tactic  ____  








 Nouns (list all in email) 
 
 Verbs (list all in email) 
 
 Adjectives (list all in email) 
 







Communication Theory Data – Set A 










1 ED ED O R   
2 B N O R   
3 ED ED O R   
4 DM A O A   
5 DM A O A   
6 PS F O A   
7 DM O O R   
8 PM D O N   
9 ED ED O A   
10 S H O N   
11 ED ED T A   
12 ED ED O R   
13 ED ED O A   
14 S H O R   
15 ED ED O N   
16 ED ED T R   
17 DM O O N   
18 ED ED O A   
19 DM A I R   
20 DM K I A   
21 PM L O N   
22 S H O R   
23 ED ED O A   
24 ED ED O N   
25 S H O R I N 
26 ED ED O R   
27 ED ED O A   
28 S M O R   
29 PM G O R   
30 ED ED O R   
31 ED ED O R   
32 DM O O R   
33 B I I R   
34 ED ED O A T R 
35 B B I R   
36 ED ED 3 N   
37 ED ED O A   
38 ED ED O R   
39 S E O N   
40 ED ED O R   
41 ED ED O R   
42 S J I R O N 
43 S H O N   
44 S H O N   
45 ED ED O N   
46 ED ED O N   
47 B C I R   
























49 DM A O A O A   
50 S II  O S     
51 DM O O R     
52 DM O O A     
53 DM A O R     
54 PS V O A     
55 DM A O R     
56 PS II  O S     
57 DM O O R     
58 DM O O R     
59 PS EE O N     
60 PM G I A O A   
61 DM O T N     
62 PM G O R     
63 S GG O N     
64 DM O O R     
65 DM O O R     
66 DM O O A     
67 DM O O R     
68 S H O R     
69 S HH O R     
70 PM L O N     
71 S HH I A     
72 DM O O R     
73 PM JJ O R     
74 PM AA O R     
75 S HH O R     
76 PS II  O S     
77 PS II  O A     
78 DM O O R     
79 PM Z O A     
80 PS T O R     
81 ED ED O S     
82 PM K O R     
83 DM O T R     
84 DM MM O A     
85 PS KK I R     
86 PM G O R     
87 PS DD T N     
88 B U O R     
89 B FF I R     
90 B FF O R     
91 DM A O R O A I R 
92 B R O R     
93 B R O R     
94 S H O R     
95 S HH I R     
         




















96 B Y O A     
97 B LL O R     
98 S HH I R     
99 DM A O R     
100 DM A O S     
101 ED ED O S     
102 DM O O R     
103 S KK O R O N   
104 B S O R     
105 DM O O R O N   
106 DM O O R     
107 S P O R     
108 B N I A O R   
109 S P O R     
110 B N O R     
111 B N O N     
112 S H O R     
113 ED ED O A     
114 S Q O R     
115 ED ED O S     
116 DM A O R O N   
117 DM O 3 R     
118 DM O O R     
119 DM O O N     
120 DM O O R     
121 DM O O R     
122 DM O O A     
123 S H O R     
124 PS II  O R     
125 DM O I A     
126 S H O R     
127 DM A O R     
128 DM O O N     
129 S H I R     
130 B N O A     
131 S HH O N     
132 PS N O N     
133 PS M O R     
134 PS W O R     
135 PS X O R O N   
136 DM MM I A     
137 DM O O R     
138 DM O O N     
139 S HH O A     
140 B CC O R     
141 PS M O A     
142 PS II  O S     
143 DM O O S     
144 PS II  O S     
145 DM O O R     
146 B CC O R     
147 PM K O R     
148 PS NN O R     




















149 DM O O R     
150 DM O O R     
151 PM K O R     
152 DM O O A     
153 DM O O A     
154 B N T R     
155 S HH O R     
156 DM O O A     
157 B Y O R     
158 B Y O N     
159 B FF I A     
160 PM L O R     
161 S M O R     
162 PS F O N     
163 S BB O R     
164 B N O R     
165 B B O R     
166 B B O R     
167 DM O O R     
168 B N O R     
169 B N O R     
170 DM O O R     
171 PS MM O R     
172 B FF O R     
173 DM O O A     
174 DM O O R     
175 B FF O R     
176 B N O N     
177 DM O O S     
178 DM O O R     
179 S H I R O N   
180 S HH O R     
181 B N O R     
182 B N O R     









Nouns in Common Source Data 
 
Set A   Set B  
 activities    Proper Noun - organization 
 approval    ad  
 April    addition/s  
 basis    address  
 books    administrator rights 
 breakdown   Adobe InDesign 
 brochures    AED reponse procedures 
 cake mix    afternoon  
 calendar    agencies  
 calendars    member  
 calendars    air  
 card    Proper Noun - organization 
 case scenario  announcement 
 changes    appointments 
 cheesecake   area  
 clients    attachment 
 comments   attempt  
 computers   August update 
 copies    award  
 copies    awareness  
 credit information  Bilingual Language Assessment exam 
 data    Proper noun - person 
 date    Board  
 dessert    board meeting 
 discussions   board members 
 dish    board packets 
 district employee  Proper Noun - organization 
 dollar amount  course  
 dollars    brochure  
 donor management  brochure  
 email    calendar  
 email    car  
 email    conference room needs 
 email    change/s  
 everything   changes  
 Executive Director  charge  
 expiration    cities  
 families    classes  
 flyers    classes  




Set A continued  Set B continued  
 Friday    columns  
 functional expenses  combination lock 
 gang    companies 
 grant    conference room/s 
 help    contact info. 
 home    contact person 
 hours    convenience 
 ice cream stuff  cork board 
 ideas    country  
 info. board   couple  
 information   couple  
 item    course  
 ladies    cribs  
 leave    cribs  
 library project  dates  
 line    day  
 literature    day  
 luncheon    deadline  
 lunches    delay  
 mail    deletions  
 mailed copy   design software 
 March    desktop  
 marketing person  Proper noun - partner agency 
 May    Proper noun - department 
 meeting    Proper noun - partner agency 
 Mexican luncheon  district  
 morning    district barcode 
 MS Outlook calendar  dollars  
 Dental Clinic  donor letter 
 one    door  
 operating expenses  Proper noun - person 
 opportunity   drawer  
 options    drink  
 others    dry erase board 
 outcome/s   search  
 Partner Agency  edits  
 patients    edits  
 people    education  
 people    electronic signature 
 phone numbers  email  
 possibilities   email  
 possibility   email  
 Proper noun - department  email  
 Proper noun - department  email address 




Set A continued Set B continued 
 Proper noun - organization  emergency 
 Proper noun - organization  employee  
 Proper noun - organization  employee discount 
 Proper noun - organization  end  
 Proper noun - organization  event  
 Proper noun - organization  Excel workshop 
 Proper noun - partner agency  exercise  
 Proper noun - person  facility  
 Proper noun - person  families  
 Proper noun - person  Proper noun - person 
 Proper noun - person  Proper noun - partner agency 
 Proper noun - person  feather  
 Proper noun - person  feelings  
 Proper noun - person  tags  
 Proper noun - person  form  
 Proper noun - person  Friday  
 Proper noun - person  Friday  
 Proper noun - place  future  
 punch card   Partner agency employee 
 question    goal  
 reason   newspaper  
 reception    Proper noun - person 
 referrals    hat  
 remote access  chairperson 
 report/s    header  
 representative  grant application 
 request    Holiday gift drive 
 rush    home  
 schedule    home  
 schedule    home  
 services    Honda CRV 
 software    hour job  
 someone    hours  
 something   husband  
 staff phone list  IBM Infoprint 1552 
 stand    ID number 
 statement    idea  
 suggestions   incidents  
 support    information 
 surveys    information 
 takers    interpretation field 
 talent show   inventory  
 things    Proper noun - person 
 things    Proper noun - person 




Set A continued   Set B continued 
 thoughts    job offer  
 Thursday    job openings 
 time    remote access 
 time    key  
 time period   Language Department 
 today    letter  
 toppings    letterhead  
 to transport  list  
 update    lobby  
 way    locations  
 web problems  logistics  
 week    logo/s  
 weekend    lunch  
 wording    mailbox  
 year    event  
 year cycle   man  
 yesterday    management team meeting 
    manager  
    Manager's meeting 
    Proper noun - person 
    Massachusetts 
    meeting  
    meeting  
    meeting times 
    member fee 
    mind  
    minute  
    minutes  
    Monday  
    Monday  
    Monday  
    money  
    month  
    month  
    morning  
    morning  
    morning  
    name  
    name  
    network  
    new staff luncheon 
    note  
    notes  




   Set B continued  
    number  
    objections 
    October  
    office  
    office  
    Office Management folder 
    offices  
    Olly  
    one  
    opportunity 
    options  
    Proper noun - organization 
    Proper noun - organization 
    Proper noun - organization 
    Proper noun - organization 
    Proper noun - organization 
    Proper noun - organization 
    email address 
    letterhead  
    website  
    overview  
    owner  
    page two  
    paper  
    parking space 
    parking spot 
    partner  
    Partner Agency 
    Partner Agency 
    Partner Agency 
    partner agency managers 
    partner agency/ies 
    partners  
    password  
    pc  
    performance evaluation form 
    permission 
    permission 
    person  
    phone  
    pizza  
    places  
    plans  
    podium  




   Set B continued 
    pool  
    pool  
    pool door  
    pool people 
    pool shower area 
    postage machine 
    spam filter 
    price  
    print media 
    problems  
    process  
    program  
    programs  
    proof  
    Proper noun - organization 
    Proper noun - organization 
    Proper noun - partner agency 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - place 
    Proper noun - place 
    Proper noun - place 
    Proper noun - place 
    Proper noun - place 
    PTO  
    PTO hours 
    pump room 
    purpose  
    quarter  
    question/s 
    range  
    reading  
    reception desk 




   Set B continued 
    registration 
    registration fee 
    representative 
    responses  
    responses  
    resumes  
    review  
    Proper noun - person 
    roll ideas  
    room  
    room  
    salary  
    salary information 
    salary range 
    sample letter 
    Saturday  
    folks  
    search committee 
    seats  
    server  
    services  
    shifts  
    size  
    sleeping environment 
    space  
    spot  
    staff  
    staff  
    staff meeting 
    staffing changes 
    Proper noun - organization 
    subject  
    support  
    surge protectors 
    swim suits 
    ten-thirty  
    course  
    thing  
    thoughts  
    time  
    time  
    time  
    time  




   Set B continued   
    today  
    today  
    tomorrow  
    toner cartridge 
    tv  
    universities 
    update  
    user  
    vent  
    version  
    version  
    video  
    voicemail  
    volunteers 
    waiting list 
    waiting list 
    water  
    way  
    website  
    Wednesday 
    week  
    week  
    week/s  
    wishes  
    work stuff 
    www.aol.com 
    year  
    year  
    amount/s  
    birthday  
    Birthday lunch 
    birthday occasion 
    book  
    cards  
    cell phone 
    copy/ies  
    date/s  
    day/s  
    email  
    employee  
    fair share  
    film  
    Friday/s  




   Set B continued 
    hour/s  
    idea/s  
    lunch  
    Medical Records 
    Medical Records seminar 
    office  
    participation 
    people  
    photo  
    photo paper 
    picture/s  
    pledge cards 
    Proper noun - department 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - person 
    Proper noun - place 
    Proper noun - place 
    PTO  
    publisher  
    request  
    rush  
    sense  
    September 
    supervisor 
    supply cabinet 
    surgery  
    template  
    template letter 
    thoughts  
    tickets  
    UW punch card drawing 
    UW video  
    Wednesday 
    week  






Rhetorical Patterns in Verbs Used in Common Source Data 
 
To access      
Set A:  can access  to access  enter  will need   
Set B:  approved  let  let  let  to access  to open 
  are approving  let  let  let  to join  would let 
  are invited  let  let  letting  to let  
  can open  let  let  letting  to let  
  does block  let  let  opposed  to let  
  is welcomed  let  let  passed  to open  
       
To acquire/own      
Set A:  am taking  can have  had  have  to buy  
  are having  can include  has received  have  to get  
  can buy  do handle  have  have  was received  
  can get  do have  have  received  would have  
Set B:  do have  do have  had  have  receive  to reserve 
  am ordering  do have  has  have  receives  to take
  are getting  do have  have  have  should include  to take 
  are having  do have  have  have  take  to take 
  can get  get  have  have  to get  to take 
  can get  get  have  have  to get  to take 
  can have  gets  have  have gotten  to get  to take
  could buy  gets  have  have had  to get  was taken 
  did have  had  have  order  to have  was taken 
  do have  had  have  order  to have  will take 
  do have  had  have  order  to order  would have 
       
Being       
Set A:  am  is  is  is  to be  will be 
  am  is  is  is  was  would be 
  am  is  is  may be  was  would be 
  are  is  is  should be  was  
Set B:  am  are  is  is  is  was 
  am  are  is  is  is  were 
  am  are  is  is  is  will be 
  am  are  is  is  is  will be 




  am  are  is  is  is  will be 
  am  are  is  is  is  will be 
  am  are  is  is  is  will be 
  am  are  is  is  is  will be 
  am  can be  is  is  is  would be 
  are  could be  is  is  should be  would be 
  are  could be  is  is  should be  would be 
  are  is  is  is  was  
       
To celebrate      
Set A:       
Set B: celebrate  commemorate  playing    
       
Communication      
Set A:  can read  had said  to forward  to report  will contact  
  discussed  should share  to mail  to see  will share  
Set B:  can pre-register  discussed  RSVP  spoke  to educate  was listed 
  advise  email  said  spoke  to learn  will be meeting 
  answer  inform  says  talked  to meet  will call 
  are researching  listed  says  talking  to register  would contact 
  are talking  meant  share  tell  to talk  wrote 
  can call  read  should say  tells  to tell  
  can talk  read  should talk  to call  to tell  
  discuss  respond  spoke  to connect  told  
       
To complete      
Set A:       
Set B:  are completed  completed  to finish    
       
To consume      
Set A:  could use  to use  use    
Set B:  to drain  to eat  to use  to use  will use  
       
To 
create       
Set A:       
Set B:  does make  is made  made  make  starts  to make 




       
To 
desire       
Set A:  do need  hope  need  want   
  do want  hope  need  wanted   
Set B:  did want  hope  need  want  wanted  would nee  
  do want  hope  need  want  wanted  would need 
  do want  need  need  want  wants  would want 
  do want  need  need  want  wants  
  does want  need  need  wanted  wants  
  had hoped  need  needed  wanted  wants  
  hope  need  want  wanted  would need  
       
To put 
forth 
effort       
Set A:  am trying  am working  could have done  should d   to do  
  am trying  can do  doing  starting  to do  
  am trying  could do  have tried  to do   
Set B:  am trying  can help  go  to do  to put  will pull 
  am working  can put  help  to do  to work  will put 
  are treating  did try  put  to do  to work  will ork 
  can do  did work  put  to going  tried  will work 
  can do  do  to assist  to help  was trying  work 
  can do  does  to be put  to help  will be working  
  can do  does work  to do  to proceed  will do  
       
To refrain from activity      
Set A:  ending  is waiting  to avoid  to relax   
Set B:  has parked  sit  sleeping  to avoid  to miss  to wait 
       
Inquiry       
Set A:  asked  asked  to ask  to ask  will explore  
Set B:  am asking  ask  asking  requested  to ask  
  ask  asked  asking  to ask  to ask  
  ask  asking  can ask  to ask   
       
To know/think      
Set A:  considering  do know  do think  thought  to identify  




  do know  know  know  know  know  think 
  do know  know  know  know  know  think 
  do know  know  know  know  know  to know 
  does know  know  know  know  knows  to know 
  forgot  know  know  know  remind  to know 
  forgot  know  know  know  think  to remember 
       
Modification      
Set A:  can update  made  to change  will affect   
Set B:  am changing  change 
 has been 
corrected  is repaired  to correct  translated 
  can turn  edit  is corrected  to change  to switch  tweaking 
       
To offer/sell      
Set A:  can distribute  could sell  is providing  is providing  offered  
  could distribute  has offered  is providing  issued  to give  
Set B:  are provided  does pay  pay  should charge  to give  will fill 
  are submitting  does pay  pays  to apply  to pay  would be giving 
  can give  donated  promote  to charge  to pay  
  did give  gave  provides  to give  to relinquish  
  did pay  has to pay  provides  to give  was given  
       
To regard      
Set A:  are pleased  believe  confusing  do like   
Set B:  agreed  feel  regarding  would like  would like  would like 
  bother  hate  to like  would like  would like  would love 
  concerning  is regarded  would like  would like  would like  would love 
  considering  like  would like  would like  would like  
  dislike  prefer  would like  would like  would like  
       
To shelter/protect      
Set A:  would cover      
Set B:  are referring  covering  is based  preventing  to cover  
       
To transport      
Set A:  am going  can bring  can hand  is going  sends  
  are coming  can bring  can send  moving  to forward  
  are coming  can follow  could run  put  went  
Set B:  am going  can send  did run  send  to bring  transfer 




  am sending  can send  going  send  to come  will becoming 
  are going  can send  have attended  send  to come  will forward 
  are going  come  have attended  sent  to go  will leave 
  bring  could bring  is coming  start sending  to leave  would come 
  bring  could send  is coming  to attend  to move  would come 
  can go  could send  is going  to attend  to send  
  can resend  could send  moves  to attend  to throw  
       
To see/unveil      
Set A:  introduced  see  showing  to look   
Set B:  can clarify  finding  look  realize  see  view 
  can look  foresee  look  realizing  to look  will look 
  could find  found  looked  revealing  to review  would look 
  does look  is reviewing  looks  see  to review  
       
Outliers       
Set A:  appreciate  can track  seems  to bake  wouldselect  
  can assure  decided  should attend  to bake   
Set B:  add  can post  do qualify  is working  suggested  were supposed 
  added  can seem  have heard  posted  to check  will 
  am assuming  centered  hosts  reaches  to check  will 
  am crying  checking  is located  re-test  to post  will post 
  apologize  could print  is planning  seem  to schedule  working 
  can  did hear  is slipping  should  to sign  would 
  can  do hear  is working  should sign  to tally  








Rhetorical Patterns in Adverbs Used in Common Source Data 
 
Degree       
Set A:  even  just  more  one  too  
  just  just  more  pretty  way  
Set B:  double  just  no  really  some  too 
  highly  just  once  really  still  way 
  just  just  only  really  too  
  just  just  only  really  too  
  just  just  only  so  too  
       
Descriptive      
Set A:  especially  maybe     
Set B:  any  currently  light  personally  remotely  today 
  any  especially  manually  personally  today physically 
       
Normative descriptive      
Set A:  personally  possibly  specifically  still   
Set B:  normally  soon  actually  eventually  still  
  directly  still  currently  now  usually  
  currently  still  still  usually   
       
Referential      
Set A:  above  also  also  also  earliest  
Set B:  again  away  most  sooner   








Rhetorical Patterns in Adjectives Used in Common Source Data 
 
Amount       
Set A:  all  any  any  no  total  
  all  any  any  some   
  any  any  many  some   
Set B:  any  any  few  much  no  some 
  any  any  half  no  only  
  any  couple  many  no  some  
  any  every  many  no  some  
  any  few  many  no  some  
       
Demonstrative      
Set A:  just  this  this  those   
  this  this  this    
Set B:  each  each  each  that  this  that 
  each  each  each  this  this  this 
  each  each  that  this  this  this 
       
Descriptive      
Set A:  accessible  full-time  Hispanic  new  together  willing 
  busy  full-time  main  particular  various  
  dental  good  necessary  sure  well  
Set B:  able  blank  hesitant  new  sorry available 
  able  blocked  interested  okay  sorry beneficial 
  able  blue  large  okay  sure dark 
  able  cold  little  okay  sure fair 
  appropriate  ever  long  okay  swamped late 
  attached  familiar  looping  original  thirty-dollar okay 
  available  general  missing  possible  unsafe possible 
  available  good  new  proposed  willing short 
  available  good  new  safe able special 
  available  great  new  safe able sure 
  beautiful  great  new  small actual sure 
       
       
       




Numerical       
Set A:  one  one  one  three  twenty  two 
Set B:  # (number)  #  #  #  four  two 
  #  #  #  two  three  three-hundred 
       
Referential      
Set A:  easier  last  more  reduced  worst  
  extra  last  next  referenced   
  first  left  other 
 
supplemental   
Set B:  40th  different  following  next  other  same 
  ago  earlier  following  next  out  second 
  another  else  following  next  present  second 
  another  extra  following  next  referenced  third 
  another  far  fourth  next  revised  updated 
  closer  farther  larger  next  same  
  current  final  last  other  same  
  current  first  longer  other  same  









Modal Auxiliary Verbs, Adverbs, and Adjectives 
 
Modal Auxiliary Verbs     
Set A Modality Type  Set B Modality Type 
 may be 1   could be 2 
 could distribute 2   could be 2 
 could do 2   could bring 2 
 could have done 2   could buy 2 
 could run 2   could find 2 
 could sell 2   could send 2 
 could use 2   could send 2 
 should attend 3   could send 2 
 should be 3   should be 3 
 should do 3   should be 3 
 should share 3   should charge 3 
 would be 4   should include 3 
 would be 4   should say 3 
 would cover 4   should talk 3 
 would have 4   would be 4 
 would select 4   would be 4 
 can access 5   would be 4 
 can assure 5   would be giving 4 
 can bring 5   would come 4 
 can bring 5   would come 4 
 can buy 5   would contact 4 
 can distribute 5   would have 4 
 can do 5   would let 4 
 can follow 5   would like 4 
 can get 5   would like 4 
 can hand 5   would like 4 
 can have 5   would like 4 
 can include 5   would like 4 
 can read 5   would like 4 
 can send 5   would like 4 
 can track 5   would like 4 
 can update 5   would like 4 
 will affect 6   would like 4 
 will be 6   would like 4 
 will contact 6   would like 4 
 will explore 6   would like 4 
 will need 6   would like 4 
 will share 6   would look 4 
    would love 4 




Modal Auxiliary Verbs   Set B continued Modality Type 
    would need 4 
    would need 4 
    would need 4 
    would want 4 
    can ask 5 
    can be 5 
    can call 5 
    can clarify 5 
    can do 5 
    can do 5 
    can do 5 
    can do 5 
    can get 5 
    can give 5 
    can go 5 
    can have 5 
    can help 5 
    can look 5 
    can open 5 
    can pre-register 5 
    can put 5 
    can remember 5 
    can resend 5 
    can send 5 
    can send 5 
    can send 5 
    can send 5 
    can talk 5 
    can turn 5 
    will be 6 
    will be 6 
    will be 6 
    will be 6 
    will be 6 
    will be 6 
    will be 6 
    will be coming 6 
    will be meeting 6 
    will be working 6 
    will call 6 
    will do 6 
    will fill 6 
    will forward 6 
    will leave 6 
    will look 6 
    will pull 6 
    will put 6 
    will take 6 
    will use 6 
    will work 6 




Modal Adverbs     
Set A Modality Type  Set B Modality Type 
 possibly 1   any 1 
 too 1   any 1 
 way 1   so 1 
 even 2   too 1 
 just 2   too 1 
 just 2   too 1 
 just 2   too 1 
 maybe 2   way 1 
 more 2   just 2 
 more 2   just 2 
 personally 2   just 2 
 especially 4   just 2 
 pretty 4   just 2 
 one 5   just 2 
 specifically 5   just 2 
 specifically 5   just 2 
    only 2 
    only 2 
    only 2 
    personally 2 
    personally 2 
    some 2 
    eventually 3 
    really 3 
    really 3 
    really 3 
    really 3 
    especially 4 
    highly 4 
    most 4 
    usually 4 
    usually 4 
    actually 5 
    currently 5 
    double 5 
    no 5 
    now 5 
    once 5 
     




Modal Adjectives      
Set A Modality Type  Set B Modality Type 
 any 1   able 1 
 any 1   able 1 
 any 1   able 1 
 any 1   any 1 
 any 1   any 1 
 any 1   any 1 
 other 1   any 1 
 extra 2   any 1 
 more 2   any 1 
 some 2   any 1 
 some 2   little 1 
 many 3   other 1 
 all 5   other 1 
 all 5   other 1 
 no 5   other 1 
 total 5   possible 1 
    few 2 
    few 2 
    hesitant 2 
    much 2 
    only 2 
    some 2 
    some 2 
    some 2 
    some 2 
    another 3 
    another 3 
    another 3 
    couple 3 
    many 3 
    many 3 
    many 3 
    half 4 
    sure 4 
    sure 4 
    sure 4 
    sure 4 
    actual 5 
    every 5 
    no 5 
    no 5 
    no 5 
    no 5 
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